Retention of employees in the institutions of higher learning with special reference to the Central University of Technology : Free State by Moeketsi, Maganyane Mittah
  
RETENTION OF EMPLOYEES IN THE INSTITUTIONS OF HIGHER LEARNING 
WITH SPECIAL REFERENCE TO THE CENTRAL UNIVERSITY OF 
TECHNOLOGY: FREE STATE 
 
by 
 
MAGANYANE MITTAH MOEKETSI 
       
submitted in accordance with the requirements  
for the degree of 
  
MASTER OF ADMINISTRATION 
 
in the subject 
 
        PUBLIC ADMINISTRATION 
 
at the 
 
UNIVERSITY OF SOUTH AFRICA  
 
SUPERVISOR:  MRS X C THANI 
 
CO-SUPERVISOR:  PROF S B KAHN 
 
NOVEMBER 2013 
  
 
 
 
 
 
i 
 
                                                                                                                                                     
 DECLARATION 
 
Student number: 47126213 
 
I declare that Retention of employees in the institutions of higher learning with special 
reference to the Central University of Technology: Free State is my own work and that 
all sources I have used or quoted have been indicated and acknowledged by means of 
complete references. 
 
 
                                                 03 September 2013 
SIGNATURE       DATE  
(Mrs M.M. Moeketsi) 
 
                                                          
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
ii 
 
ACKNOWLEDGEMENTS 
 
 I am indebted to Mrs. XC Thani and Prof. SB Kahn for their commitment in ensuring 
that this research goes through to its final stage.  Their valuable assistance, 
professional guidance and in particular, their outstanding and remarkable supervision 
of the dissertation is appreciated.  Working with them has been most pleasurable, and 
their perseverance has helped me to prepare the dissertation with efficiency and 
understanding.  Without their input, this work would not have gone this far. 
 
 The Central University of Technology: Free State for granting me permission to 
conduct the research undertaken for this dissertation. 
 
 The respondents and the interviewees who participated in this research for using their 
valuable time to complete the questionnaires and respond to the interviews questions. 
 
 Special thanks to my family: My husband, Monare for his unreserved support and 
encouragement he showed me throughout my studies; our two children, Mamello and 
Katleho who were many a time robbed of their deserved maternal attention.  I denied 
myself nothing my eyes desired; my heart took delight in all my work, and this is the 
reward for all my labour. 
 
 The Welkom Campus Librarian, Mr M Nthoroane and his professional staff. 
 
 
 
 
 
 
 
 
 
 
 
iii 
 
ABSTRACT 
 
The research investigates the retention of employees in the institutions of higher learning 
and the focus is placed on the Central University of Technology: Free State (CUT). The 
research is undertaken because the employees at the Central University of Technology: Free 
State, are resigning from their positions and join rival institutions and other organisations. 
This creates a problem on part of students, fellow employees and management. There is 
therefore, a need to find reasons behind these mass resignations of employees and also to 
look at the retention strategies that can be employed to keep employees at the Central 
University of Technology: Free State. 
 
In order to address the above purpose of the research, various retention strategies to keep 
talented employees are discussed, and factors that lead to employees leaving the institutions 
are also placed under the spotlight. The discussion shows that talent management has a 
direct relationship with employee needs and motivation. Qualitative and quantitative 
methods of research are used to analyse the retention strategies employed at the Central 
University of Technology: Free State.  
   
The findings of the research reveal that factors such as working environment, satisfying 
work-life, personal career development, emotional exhaustion as well as rewards versus 
performance exacerbate mass exodus of talented employees at the institution. It is also 
disclosed that there are retention strategies in place but are not effectively implemented.     
 
The findings revealed that managers and supervisors play crucial roles in the interpretation 
and implementation of strategies. Working conditions should be improved so that employees 
stay with the institution and perform to the best of their ability. Training should be made 
compulsory for every employee as it provides necessary skills. Best performance and 
rewards should match performance in order to keep employees at the institution.   
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CHAPTER ONE 
GENERAL INTRODUCTION 
 
1.1 INTRODUCTION 
 
The research examines the retention of employees in the institutions of higher learning and 
strategies that can be put in place to retain staff at these institutions. Focus is placed on the 
Central University of Technology:  Free State. Currently, the Free State Province has only 
one university of technology that provides career-focussed education through experiential 
training. The communities depend on this institution to realise their full social, political and 
economic potential that would be compatible with the changing needs of the modern world. 
For this, the Central University of Technology to meet the needs of the people and have an 
appropriate intellectual content, it must maintain strategies that will prevent talented 
employees from leaving the institution. How to retain skilled employees is one of the 
biggest problems that plague the institutions of higher learning in South Africa. 
 
The rationale with regard to the research will be discussed, followed by the literature review 
to ascertain the extent of research done in this field. The research problems, approach to the 
research, aims and hypothesis will also be covered in this section. As the research will 
require the process of collection of data, the theoretical approach which underlies the project 
will be reflected in this section. The delineation of the research will be set out briefly. The 
chapters contained in this research conclude this chapter. 
 
1.2 BACKGROUND AND RATIONALE OF THE RESEARCH 
 
The government’s contribution to public education remains one of its biggest investments as 
this is the key that reduces poverty and accelerate long term economic growth. The first 
democratic elections in 1994 changed the socio-economic and political landscape of the 
Republic of South Africa and the new education system under the National Department of 
Education was established to contribute towards a new democratic order. The Bill of Rights 
as contained in the Constitution of the Republic of South Africa 1996 (hereafter referred to 
as the 1996 Constitution) specifies that “everyone has the right to basic education, including 
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adult education and further education, which the State, through reasonable measures, must 
progressively make available” (Republic of South Africa, 1996:1). 
 
The 1996 Constitution as quoted by Berger (2003:615) requires the government to provide 
an adequate education system that will remedy the country’s inequalities by providing all 
students from different backgrounds the skills to participate productively in the democratic 
society. The preceding assertion implies that the post-apartheid higher education has to deal 
with and respond to the development needs of the new South Africa.  
 
The 2001 National Policy for Higher Education which provided the implementation   
framework for transforming the Higher Education system resulted in the reduction of Higher 
Education institutions from 36 to 23 (Republic of South Africa 2002:6). Central to the vision 
of the National policy was the transformation to establish a single national, co-ordinated 
system which would meet the learning needs of the citizens and the reconstruction and 
development needs of the society and economy. It also provided a framework and outlined 
the process and mechanisms for the restructuring of the institutional landscape of higher 
education system (Republic of South Africa 2001). The transformation of higher education, 
as Tamer (2005:1) aptly puts it, was aimed at the “race-blind treatment or equal treatment of 
schools and students; issues of access for students of different races; and educational 
adequacy within a system in which all races participate fully”. The government made 
available funding and support to sustain the transformation of higher education, and one of 
the fundamental bedrocks on which these institutions could survive was the contemporary 
and future academic workforce.  
 
The preceding contention suggests that institutions of higher learning were to make sure that 
they keep their talented employees who would meet the needs of the communities and help 
South Africa to achieve the socio-economic and political reconstruction and transformation. 
The retention of employees at the institutions of higher learning is therefore, examined in the 
sections that is to follow.  
 
Academics are the cog of the institution and without them, an institution will not function. 
They perform the tasks that make it possible for the institution to survive, and therefore, 
  
3 
 
 
they should be treasured and taken care of. Currently, the retention of employees at 
institutions of higher learning is a topical subject and a highly important issue. The 
employers play key roles in employees’ retention and management. With the dawn of the 
new democratic order in South Africa, seventeen universities and six universities of 
technology were established as a result of mergers and incorporations (Centre for Education 
Policy Development 2001:1-6). The missions and visions of all these institutions were to 
provide quality education to the people, namely, students and communities. To achieve 
these, each institution were to devise strategic plans in respect of recruiting, appointing and 
retaining highly qualified employees who would deliver the services of good quality to the 
people. Of the two factors, namely, recruitment and appointments, which are easy to 
achieve, the retention of employees seems to pose a problem in institutions of higher 
learning. Netswera, Rankhumise and Mavundla (2005:36-38) contend that low salaries, 
movement of employees through promotion, low morale, discriminatory practices, work 
environment and external environment, to name a few, have in most institutions and in 
specific skill areas led to skills migration between countries. 
 
There are twenty three institutions of higher learning in South Africa, namely, Cape 
Peninsula University of Technology, Tshwane University of Technology, Vaal University of 
Technology, Central University of Technology: Free State, Durban University of 
Technology, Mangosuthu University of Technology, Nelson Mandela Metropolitan 
University, North West University, Rhodes University, Stellenbosch University, University 
of Cape Town, University of Fort Hare, University of Johannesburg, University of Kwazulu-
Natal, University of Limpopo, University of Pretoria, University of South Africa, University 
of the Free State, University of Western Cape, University of Witwatersrand, University of 
Venda, University of Zululand and Walter Sisulu University (Centre for Education Policy 
Development 2001:1-4). Of these twenty three institutions of higher learning, special 
emphasis is placed on the Central University of Technology: Free State. As a result of the 
restructuring of the higher education landscape, many universities and technikons in South 
Africa were renamed after the mergers and incorporations.  Maserumule (2005:16) states 
this about the mergers: “they seem to have been … primarily necessitated by the need to 
conform to the international trends and also use concepts that are universally recognisable”. 
The Central University of Technology, Free State, was borne out of the merger between 
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Welkom campus of Vista University and Technikon Free State (Higher Education Act No. 
101 1997). The Technikon Free State was the senior partner in this merger. The new 
institution’s mission and vision favoured the senior partner.  The mission and vision became 
the foundation on which the viability and future life of the institution was based. The vision 
focused on the needs of Southern Africa and supports graduate’s citizenship with skills in 
appropriate technologies, and the mission centred around delivering high quality science, 
engineering and technology that promotes access with success in attracting high quality 
students and supporting them to become employable graduates (Central University of 
Technology: Free State 2007:3). With this in mind, it becomes evident that the Central 
University of Technology: Free State, was more focussed on Science Engineering and 
Technology (SET) programmes thereby relegating the Vista University programmes to 
lower status, and ultimately Vista University  programmes were phased out. 
 
The question that comes to mind with regards to the foregoing is that: what were the 
implications of the new mission and vision for the employees, that is, academic personnel 
from both institutions?  The answer simply put is that the new order had a great impact on 
the former Vista University employees. The Vista University academics had traditional 
university qualifications. Some of them felt that in the long run, their jobs would no longer 
be required as they were not competent in the field of SET. Others felt that amongst others, 
the management was doing little to keep the employees satisfied in terms of appropriate 
rewards, challenging work, and supporting work environment. The state of affairs resulted in 
a mass exodus from the institution. If employees were not satisfied at work, or did not feel 
secure in respect of their future, this type of situation may affect productivity and scare the 
customers (students) away. There is a general belief that communication between the 
management and employees is minimal to an extent that employees’ problems are not 
attended to. The effects of the situation of this nature are stress and tension as well as 
uncertainty in terms of the future professional life of employees. The benefits which were 
made available to new recruits were another area of concern in that they fuelled the desire to 
leave the employment of the Central University of Technology: Free State. It was perceived 
that a new recruit was usually rewarded or remunerated more as compared to an employee 
who had been in the system. This often caused bitterness on the part of the employees who 
had been in the system for a long time. Added to this, was a feeling of hopelessness that 
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forced the employees to seek greener pastures. The Chief Executive Officer of the institution 
should have had the ability to reshape the environment, to make it impossible for the 
competitor to create a healthy work environment which attracts skilled employees (Crous, 
Business Times 7 March 2010:3). 
  
1.3 PROBLEM STATEMENT 
 
Community members in the Free State Province are daily confronted with a number of 
problems related to the education of their children. Of these problems arising from this 
environment, one has to sort out the ones that are appropriate for scientific investigation. 
The research is undertaken because of the large turnover of employees resigning from the 
Central University of Technology: Free State, who are joining rival institutions and 
organisations. The statistics will be made available by the Central University Data 
Management Services during the interviews with the selected employees. The resignations 
create a problem for the students, fellow employees and management.   
 
Sometimes an employee resigns in the middle of the year, and the students have to struggle 
before the replacement is made. If a replacement is not found, other employees have to share 
the work load of the employee who has resigned, and this creates a burden for the remaining 
employees. As a result of additional work load, they also feel that they can no longer cope, 
and also look for greener pastures elsewhere. The management of the institution struggles to 
find replacements, since it is difficult to recruit talent as every institution in South Africa 
today is trying to hold onto its employees by means of attractive incentives. 
 
 This is a perennial problem at Central University of Technology: Free State as from time to 
time, there are reports of talented employees who have tendered resignation letters and this 
does no good for the institution. The institution is expected to devise some way of keeping 
its talented employees so that continuity can be realised at the end of the day.  Therefore, the 
problem statement entails the following:  
 To examine why the Central University of Technology in the Free State is experiencing a 
large turn-over of personnel and how its retention strategies can prevent this from 
happening. 
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1.4 RESEARCH QUESTIONS 
  
This section focuses on research questions that emanate from the preceding problem 
statement.  
 
 What is the role of management in the implementation of retention strategies, and 
how does their behaviour affect the retention strategies? 
 How has the current retention strategies affected employees in respect of leaving or 
staying at the institution? 
 What is the opinion of employees on the success of implementation of new added 
strategies that may be unique to the institution?  
 What is the feasibility of retention research at the Central University of Technology: 
Free State? 
 How will the application of retention strategies affect the communities in the Free 
State? 
 
1.5 RESEARCH OBJECTIVES 
 
In order to realise the aim of the research, namely, the reason why employees leave the 
Central University of Technology, Free State, the following objectives will be pursued. 
 To examine whether employees’ retention strategies are in place at the Central 
University of Technology: Free State; 
 To what extent are the strategies currently used to solve the problem of employee 
retention; 
 To investigate whether unique retention strategies can increase retention; and 
 To determine strategies that can contribute positively towards the retention of  
employees. 
 
1.6 RESEARCH DESIGN AND METHODOLOGY 
 
The purpose of this research is to investigate whether there are retention strategies in place 
to retain employees and to find out the reasons behind the resignation of employees at the 
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Central University of Technology: Free State. The research will be conducted by applying a 
mixed methods approach which advocates the use of both the qualitative and quantitative 
research methods to gather data and information. The researcher has opted for the mixed 
methods as a procedure for the collection of data because the two methods study both the 
numerical and text data collected to address different aspects of the same general research 
problem, and can provide a more complete understanding of the problem (Ivankova, 
Cresswel & Clark, 2007:263).  
 
Qualitative research methods according to Lowe (2007:14) include and are “associated with 
the interpretivist and critical realist approach. It produces the field notes, unstructured 
interviews and observations, and is dependent on narrative data”. Mouton (2001:161) views 
qualitative research as the method that describes and evaluates the performance of 
programmes in their natural settings, focusing on the process of implementation rather than 
on the quantifiable outcomes. Quantitative method on the other hand, as Lowe (2007:13) 
aptly puts, is “associated with positive research approach … methods of collecting data tend 
to produce numerical/statistical information”. 
 
1.6.1 Qualitative Design 
 
The researcher will conduct interviews as sources of data collection for analytical purposes. 
The institutional records, policy statements, and other documents will also be utilised to 
underpin the intended research. 
 
1.6.1.1 Interviews 
 
Interview refers to a conversation between two people. It involves a set of assumptions and 
understanding about the situation which are not normally associated with a casual 
conversation (Wilkinson & Birmingham, 2003:43). In this regard, the researcher will 
conduct face to face interviews so that more insight into the meaning and significance of 
what is happening at Central University of Technology: Free State is gained. In case the 
interviews become too long, the researcher will make use of the audio-recorder so that the 
recorded interviews can easily be transcribed.   
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Personal interviews will be conducted with the current employees, both the academic and 
administrative employees. These employees will comprise Heads of Departments, Directors 
of Schools, senior administrative employees, Human resources Director and practitioners, as 
well as the Campus Registrar at the Central University of Technology: Free State. The aim 
of interviewing this group is to understand;- 
 
 the rationale for the university’s policies pertaining to both academic and support 
staff, 
 the reasons for the gaps that might exist between the policies and the concerns of the 
employees, 
 what is being done to address the gaps? 
 what are the motivations for the strategic plans? and  
 what is in place to assist the institution to implement these goals? 
 
The responses to these questions will provide the researcher with the vivid picture as to 
whether there are retention strategies in place or not and if there are, do they correlate with 
the policies of the institution or are there some deviation in respect of balancing the policies 
with the implementation thereof.     
 
Consent forms will be provided to the interviewees mentioned above to indicate that the 
participation is voluntary and confidentiality and anonymity will be crucial to the interviews 
conducted. 
1.6.1.2 Field-notes 
Field notes refer to various notes recorded by scientists during or after their observation of a 
specific phenomenon they are studying. Anderson (2004:252) defines field-notes as 
descriptive records of the research, accounts describing experiences and observations the 
researcher has made while participating in an intense and involved manner. The researcher 
has included field notes as part of the instruments of research so as to record what she 
observes in an unobtrusive manner. 
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1.6.1.3 Policy statements 
 
Policies are principles, rules, and guidelines formulated or adopted by an institution to reach 
its long term goals. They are designed to influence and determine all major decisions and 
actions, and all activities take place within the limits set by them. Procedures are the specific 
methods used to express policies in action in day-to-day operations of the institution. 
Collectively, policies and procedures ensure that a point of view held by the governing body 
of an institution is translated into steps that result in an outcome compatible with that view 
(Business Dictionary, 2010:1). The policies of the institution regarding the retention 
strategies will be consulted to check their relevancy to the current situation. 
 
1.6.2 Quantitative Design 
 
Quantitative research is a type of research that involves investigation of a single reality that 
can be measured by a particular instrument (McMillan & Schumacher, 2001:301-331). In 
this case a quantitative questionnaire is used in order to present data in the form of 
frequencies, percentages and by making use of tables. 
 
1.7 POPULATION AND RELEVANCE 
 
Population refers to the complete set of units or the whole group you are interested in and 
from which a sample is usually drawn (Laws 2003:457). Babbie (2004:116) and Salkind 
(2006:85) share the same views with Laws in their definition of population. They both refer 
to population as a group that the researcher chooses from which conclusions or generalised 
results of the research are drawn. The target population in this research will therefore 
comprise current employees, human resources practitioners, directors of different schools 
and the Campus Registrar because they are conversant with the realities on the ground. 
 
1.8 LITERATURE REVIEW 
 
In this section of the research, the focus is on the background information that has already 
been published related to the research. Different researchers’ views on retention of 
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employees, motivation and talent management will be studied so that a connection is 
established between the past and recent developments in this area of research. The research 
results from the past and present studies conducted will be used as a starting point of this 
research. 
 
Currently in South Africa, very little research has been conducted in the field of employee 
retention, specifically in the institutions of higher learning. A great deal has been done in the 
field of employee retention in United States of America, United Kingdom, and elsewhere 
worldwide, but the focus has mainly been in the corporate world. In South Africa, the 
following researchers did research on retention of employees: Samuel and Chipunza (2009); 
Netswera, et al. (2005); and Naidoo (2008). In the United States of America and other 
countries abroad; Chen and Ployhart (2006), Yip (2011); Padgaonkar (2007) Nair (2009) 
Villegas (2006); Heathfield (2011); Reh (2010); Glanz (2002) and Lee (2010) among others, 
conducted research on retention of employees. On the basis of the preceding contention, the 
research undertakes to research this field with the aim of providing some retention strategies 
and management that will keep talented employees at the Central University of Technology: 
Free State. It further examines what is already known as employee retention, employee 
motivation, and talent management. Relevant retention factors which lead to the creation of 
testable hypothesis is analysed, and finally the results are reported on and the implications of 
employee retention analysed. 
 
As stated in the preceding paragraph, it has been mentioned that the spotlight will be placed 
on the retention of employees; employee motivation; and talent management. These three 
factors are important because they are indispensable for the success and continued survival 
of an institution.  Employee retention is therefore defined as a “systematic effort by 
employers to create and foster an environment that encourages current employees to remain 
employed by having policies and practices in place that address their diverse needs” 
(Workforce Planning for Wisconsin State Government, 2005:1).  
Institutions cannot survive without talented employees, that is, support and academic 
employees. Investing in employee retention enables the institution to meet the current and 
future needs. Employee retention is critical to the long term health and success of any 
institution. Retaining the best employees ensures customer satisfaction, good production, 
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effective succession plan and deeply institutional knowledge and learning. Shilling (2010:1) 
emphasises the view that “employees need to feel recognised for their achievement and not 
necessarily in money … the cost of losing and replacing even a perfectly average employee 
is significant”. The preceding contention implies that to find a replacement is a long process 
that involves recruitment, selection, interviews and during this time, productivity is 
compromised and the mission and vision of the institution is greatly affected. It is therefore 
worthwhile to keep employees happy so that they remain within the institution. 
 
The reason for employee unhappiness according to Heathfield (2009:1) are listed as an 
excessive workload, concerns about management ability to lead the institution forward 
successfully, anxiety about the future, lack of challenge in their job with boredom 
intensifying existing frustration about workload as well as insufficient recognition for the 
level of contribution and effort provided. Glanz (2002:50) comments that it is the 
supervisor’s level that is most critical in creation of a positive and motivated employee. 
Motivation and its importance regarding retention of employees are described in the next 
section. 
 
Motivation is defined by Kreitner and Kinicki (1998:189) as “those psychological processes 
that cause the arousal, direction, and persistence of voluntary actions that are goal-directed”. 
Managers play a critical role in understanding these processes if they are to lead employees 
towards achieving institutional goals. Therefore, effective employee motivation energises 
employees who are not motivated. Various theorists of motivation view motivation as the 
cornerstone of every successful institution. McClelland theory of Needs emphasises the need 
for power, need for achievement and need for affiliation. Bagraim, Cunningham, Pieterse-
Landman, Potgieter and Viegde (2011:92) contend that people with a high need for power 
focus their behaviour on trying to influence others and exerting power on them.  On the need 
for achievement, Kreitner and Kinicki (1998:197), assert that the need for achievement is 
defined by the desire to accomplish something difficult, to master and to manipulate ideas. 
Regarding the need for affiliation Bagraim et al. (2011:92) maintain that employees who are 
motivated by affiliation have an urge for a friendly and supportive environment and are 
effective performers in the team. Adams equity theory puts more emphasis on the social 
comparisons that people make when they compare their inputs, for instance, pay and 
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recognition they receive (Bagraim et al. 2011: 110). Maslow emphasises six hierarchy of 
needs, and outlines them as follows: psychological needs such as need for food, water and 
air; safety needs which are needs that make one feel protected from physical and emotional 
harm; social needs which refer to needs for affection, friendship acceptance and a sense of 
belonging; esteem needs that include the desire to feel a sense of self-respect, achievement 
and recognition; self-actualisation which is the need that is activated after all the other  
needs have been activated (Bagraim et al. 2011:86). 
 
Vrooms’s expectancy theory accentuates the belief that there is a correlation between efforts 
and performance and that favourable performance will result in desirable rewards. In this 
theory, three main concepts are mentioned, namely, valence, expectancy and instrumentality 
(Kreitner & Kinicki, 1998:228-230). The last theory that is part of this research is 
Herzberg’s two factor theory. This theory highlights the view that managers should support 
the factors that are associated with promotional opportunities and eliminate factors that lead 
to job dissatisfaction (Bagraim et al. 2011:94-95). These motivational theories combined, 
give form to both intrinsic and extrinsic rewards. A good reward system fosters personal 
growth and development and keeps employees from leaving the institution.  Of importance 
is how managers implement theories of motivation in the institution to manage talent. The 
section that follows briefly considers talent management. 
 
Talent management is one of most important factors in the institution. Kahn and Louw 
(2010:179) assert that talent management is the way of managing people in the strategic 
roles in the public institution.  It is a process of attracting, engaging and retaining talented 
employees and potential public institutional leaders. It is the duty of management to have 
vision for the institution and react positively towards environmental changes, constraints and 
opportunities that will motivate employees to remain at the institution for many years. The 
management is expected to know employees’ most serious problems. They should know 
what makes employees happy and unhappy; know about employee’s satisfaction, their 
morale, positive motivation and retention. Kamelgor and Meek (2008:76-78) state that the 
most important factors that keep employees at the institution are a positive working 
environment, freedom and flexibility, employee communication, employee development, 
compensation and benefits. Hedberg and Helnius (2007:1) contend that leaders and their 
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skills in creating a culture of retention, has become key in what encourages people to stay 
and what actually drives them away from the institution.   
 
The research is important as it will contribute towards the remedy pertaining to problems of 
keeping the employees at the Central University of Technology: Free State. The researcher 
focuses on the current retention strategies, analyses the policy of the institution as contained 
in the Central University of Technology: Free State’s Human Resources Corporate Strategic 
Plan; and, thereafter comes up with suggestions regarding the strategies as to how the 
institution can retain skilled employees. 
 
The significance of the research lies with the establishment of a suitable model of 
governance, which is aimed at fostering good employee retention and to suggest 
recommendations that are feasible and action-oriented. The research will provide effective 
retention strategies that will motivate both employer and employee to work together in a 
harmonious environment thereby improving performance which in turn may produce good 
results. This may as well enhance the image of the institution and attract more qualified 
employees. It is for this reason that the research is undertaken to unpack the reasons why 
employees are leaving the institution in great numbers, and to suggest strategies to remedy 
the problem.  
 
1.9 DELIMITATIONS TO THE RESEARCH 
 
The research is based on the retention of employees in higher education and the focus will 
be placed on the Central University of Technology: Free State, South Africa. The research 
looks at the factors that force talented employees to leave the institution. Only the current 
employees will be interviewed. The research results and conclusions will be strictly based 
on the Central University of Technology: Free State and certain generalisation may apply to 
other institutions of higher education. Talented employees are the focus of interest, and will 
be drawn from both the support and academic units.  Managers of different units, including 
the Campus Registrar will be interviewed to see whether they implement the policies of the 
institution in accordance with the university statutes, and motivate the employees to remain 
in their jobs. 
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1.10 ETHICAL CLEARANCE 
 
All research that involves human participation, whether undertaken by the university, 
students or staff must undergo an ethic review and ethic approval should be obtained before 
such research commences as illustrated by University of Essex (2008:1).   
 
Before the researcher commenced with the research, she wrote to the Registrar of the 
Central University of Technology requesting permission to conduct the research. Written 
permission to conduct the research was granted by the Office of the Registrar. As the 
research requires the use of questionnaires and interviews with employees, the Office of 
Institutional Planning granted the researcher permission to send questionnaires to the 
respondents as well as permission to interview selected employees. The researcher 
demonstrated a clear intention to benefit the University and ensured that there was no 
undeclared conflict of interest in the proposed research.  Documents regarding the ethical 
clearance are attached as annexures at the end of the dissertation. The section that follows 
discusses how chapters are outlined in the research. 
 
 1.11 OUTLINE OF CHAPTERS 
 
The research is divided into six chapters that form a sequential whole, and this division is 
presented as follows: 
 
Chapter 1: Serves as a background and introduction to the research. The chapter discusses 
the aims and scope of the research, explanation of the research problem, research design and 
methodology. The chapter also focuses on the literature review, ethical clearance and 
demarcation of the research. 
Chapter 2: Considers the role of employee retention in the public sector. This chapter 
provides an overview of what the existing research in general states about the retention of 
employees, the most recent research findings completed on this specific topic as well as the 
gaps that exist for future research. 
 
Chapter 3: Talent management and motivation are described. The views of different 
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theorists on motivation are analysed and the aim is to judge how motivated and unmotivated 
employees perform, on how motivation influences their efficiency and effectiveness on 
performance.  
 
Chapter 4: This chapter covers the research methodology and design that will be used in 
this research. Both qualitative and quantitative research methods are used to collect data. 
Questionnaires were distributed to respondents and face to face interviews were conducted 
with the target groups. 
 
Chapter 5: This is the main chapter on which the research is based. In this chapter, the data 
is analysed and results interpreted. The findings revealed crucial matters that influence 
employees to leave the Central University of Technology: Free State. 
 
Chapter 6: This is the concluding chapter. The findings, recommendations and conclusions 
regarding the strategies to be employed in order to keep employees from leaving the 
institution, are considered.  
 
1.12 CONCLUSION 
 
This chapter has briefly introduced the research covering its background, what triggered the 
research, what the research intends to pursue and the significance of the research. The 
research has revealed how the transformation of education in South Africa established a 
single national education system and reduced the number of institutions of higher learning 
by means of mergers and incorporations. It is through the mergers and incorporations that 
the Central University of Technology: Free State became the focus of attention in this 
research on matters related to retention of its employees. The chapter has further shown how 
other scholars have written about employee retention in the corporate world as well as the 
institutions of higher learning in Europe, United States of America and across Africa.  
 
The next chapter focuses on employee retention in public institutions. 
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CHAPTER TWO 
 
EMPLOYEE RETENTION 
 
2.1 INTRODUCTION  
 
In the previous chapter, the area of research was introduced and the rationale regarding the 
research discussed. The research problem; approach to the research; aims and the hypothesis 
were sketched out. It emerged from the discussion that though the 2001 National Policy for 
Higher Education which provided the implementation framework for transforming Higher 
Education changed the educational landscape in South Africa, retention of talented 
employees still remains a challenge facing some institutions of higher learning. These 
challenges are the remnants of the apartheid legacy which institutionalised racial 
discrimination in the public service. This chapter covers the following areas of the research: 
The transformation of the Public Service, the nature and scope of employee retention; 
employees and their value; talented employees; the role of management in retaining 
employees; retention strategies as well as factors that lead to employees leaving the 
institution. 
 
2.2 TRANSFORMATION OF THE PUBLIC SERVICE 
 
The dawn of democracy in South Africa in 1994 ushered in a new climate that transformed 
the political, social and economic institution of the land. Similar to other countries around 
the world, South Africa is striving to free itself of a legacy of racial discrimination, 
economic exploitation, and political authoritarianism to build a new democratic and 
equitable administration as Sullivan (2013:1) contends.  For the equitable governance to 
succeed, this should be underpinned by various factors such as transformation of the public 
service, integration and creation of positive institutional culture in the government. The 
South African Government regards transformation as a dynamic, focused and relatively 
short-term process, designed to fundamentally reshape the public service for its appointed 
role in the new dispensation in South Africa.  
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Transformation can be distinguished from the broader, longer-term and on-going process of 
administrative reform which will be required to ensure that the South African public service 
keeps in step with the changing needs and requirements of the domestic and international 
environments (The Republic of South Africa, 1995:1). The previous assertion is highlighted 
by Rakate (2006:16) who states that transformation entails the creation of a completely new 
paradigm because it involves management styles, core competencies, worker profile, and 
even core output is required. The foregoing statement according to Naidoo (2008:11) 
implies that transformation in the South African workplace has been driven by the need to 
address the history of Apartheid. It intended to transform the basic structure and core values 
of South Africans to ensure that every citizen has access to resources, opportunities and 
skills. In moving towards its vision of a public service which is representative, transparent, 
efficient, effective, accountable and responsive to the needs of all, the South African 
government has identified the following priority areas for the transformation process: 
Rationalisation and restructuring to ensure a unified, integrated and leaner public service; 
institution building and management to promote greater accountability, organisational and 
managerial effectiveness; representativeness and affirmative action; transforming service 
delivery to meet basic needs and redress past imbalances; the democratisation of the state; 
human resource development; employment conditions and labour relations; the promotion of 
a professional service ethos (Republic of South Africa,1995:14). 
The research by Booysen (2007:47) shows that transformation came through the “Labour 
Relations Act No. 66 of 1995 which took effect in 1996, the Constitution of the Republic of 
South Africa, 1996, and the Basic Conditions of Employment Act No. 75 of 1997, the 
Employment equity (EE) Act No. 55 of 1999 (amended in 1994), which contained anti-
discriminatory provisions”. The intention of these legislative measures was to create an 
environment that provides everyone with equal opportunity by occupying key roles. This 
implies that the previous legislations which promoted racial discrimination against black 
people at workplaces were done away with and for a productive harmonious environment to 
be successfully created; integration and institutional culture had to be effectively introduced 
to underscore the new labour legislations, as Naidoo (2008:11) aptly puts it.  
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On the transformation, integration and institutional culture of the public service, as Grant 
(2007:1) argues, the South African situation differs greatly from other countries such as the 
United States of America, United Kingdom and Australia. The new political dispensation 
and re-entry onto the world stage, have contributed to creating an opportunity for diversity 
and accelerated corporate interest, may be linked to government pressure, globalization and 
global economy where public and private sectors compete for business and global market. 
At present, as Booysen (2007:51) argues, focus is on multiculturalism which appreciates 
diversity while appreciating the uniqueness of the individual, and is premised on integration. 
Sharma (2010:1) supports the preceding argument as follows: “Globalization has shrunk the 
world and has brought geographies closer to each other. With more institutions setting up 
offices in different parts of the world, the employee has become an amalgamation of 
different nationalities, religions ethnicities and cultures”. 
The cultural integration, as Sharma (2010:1) puts it, is a highly important and an essential 
facet of institutional philosophy in recent times. Leadership, in today’s situation requires a 
person to be cross-culturally competitive and be able to find the way in the complex nature 
of culture and understanding of business functioning in a global market. The previous 
statement implies that cultural integration is a significant feature for an institution to succeed 
in a competitive setting and create a successful name for itself and its employees.  It makes 
sense to have a workforce with different nationalities as the joint synergies and skills at 
various levels would increase the competence and culture, thus leading to expected 
productivity.  
From the foregoing, it is worth mentioning that the knowledge of the social environment in 
an institution is crucial for the successful integration into the workplace. The social 
environment is what Kgomo and Swarts (2010:232) refer to as institutional culture, which is 
defined as the cornerstone values, beliefs, norms, standards and assumptions concerning 
work that members of an institution share, and this has an effect on the motivation of 
employees to continue working for their employers. The preceding view is shared by 
Erasmus-Kritzinger, Swart and Mona (2009:2) who use a concept of ‘corporate culture’ 
which according to them is an institution’s basic beliefs values, customs and traditions that 
are shared by members of the institution. This creates a common understanding among 
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members as to what the institution is and how its members should behave. The preceding 
contention is underscored by Mckeown (2002:64) who illustrates that institutional culture is 
not just composed of visions, values and mission statements but is also defined by habits – 
the ways in which institutions do things, how its members communicate and interact and 
what is expected and accepted.  It is therefore important to note that there are serious costs 
to the individual and the employer that accrue from the lack of integration of employees into 
work communities as Danis, Lee, and Karadkar (2003:745) suggest. The success and 
effectiveness of workplace institutions are dependent on the flow of information, the 
transmission of culture and the development of mutual understanding and trust among 
employees. 
This section, briefly considered the labour law legislations to show how the political 
transformation and integration at the workplace have restructured the public service after the 
dawn of democracy in South Africa. 
The next section explains the nature and scope of employee retention. 
 
2.3 NATURE AND SCOPE OF EMPLOYEE RETENTION 
 
Employee retention is the topical issue in that it serves as a cog in any organisation. If not 
handled properly, it may cause failure associated with loss of customers, business and 
damaged morale as well as the hard costs of time spent in screening, verifying credentials, 
references, interviewing and hiring of new employees just to get back where you started 
(Mckeown, 2002:3). Effective employee retention is very specific to each individual 
institution, and Mckeown (2002:3) underscores the previous statement with the following 
explanation: “two organisations in the same industry, making the same product, in the same 
town, with the same labour pool and the same customers and the same suppliers can see 
employee retention very differently because of differing management styles and different 
past experiences … the different departments in the same institution may view employee 
retention differently from one division to another or from one manager to another”. It is 
therefore vividly clear that what is important in keeping one employee may not be pertinent 
to another. For this reason, employers should devise some strategies, to keep employees at 
  
20 
 
 
their institutions for longer periods. The way in which employers keep their employees at 
their jobs is called employee retention (Rao, 2007:1).  
Nair (2009:2) defines employee retention as taking measures to encourage employees to 
remain in the institution for the maximum period of time. As reported by Wisconsin State 
Government (2005:1) employee retention is defined as “a systematic effort by employers to 
create and foster an environment that encourages current employees to remain employed by 
having policies and practices in place that address their diverse needs.  Samuel and 
Chipunza (2009:411) maintain that employee retention is a voluntary move by the institution 
to create an environment which engages employees for a long term. The purpose is to 
prevent the loss of competent or talented employees from the institution as this could have 
adverse effects on productivity and service delivery. Employee retention is a process in 
which the employees are encouraged to remain with the institution for the maximum period 
of time or until the completion of the project (Kamdica, 2013:1). From the definitions 
provided, it is apparent that a good employer should know how to attract and retain its 
employees because as soon as they feel dissatisfied with current employer, they switch over 
to the next employer. Nair (2009:2) argues that institutions are facing numerous problems in 
employee retention and hiring knowledgeable people for the job is essential for an employer, 
but retention is more important than hiring.  
It is evident from the foregoing that retention of employees is very costly as the institution 
cannot keep employees without satisfying certain requirements such as positive 
environment, good policies and many other factors that will be part of this research. In the 
section that follows, focus is placed on the value of employees as the cog in the wheel of 
service delivery. 
 
2.4 EMPLOYEES AND THEIR VALUE 
 
The South African Labour Law Act No. 75 of 1997 defines an employee as “any person 
who is employed by or works for an employer and who receives or is entitled to receive any 
remuneration or who works under the direction or supervision of an employer or any other 
person” (http://www.labourguide.co.za/contracts-of-employment/who-is-an employee-the-
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question...) Modise’s (2008:1) definition of an employee is two-fold, firstly an employee “is 
any person, excluding an independent contractor, who works for another person, or for the 
state and who receives or is entitled to receive remuneration. Secondly ... as any person, 
who in any manner assist in carrying on or conducting of the business of the employer. 
”Israelstam (2010:1) provides the following circumstances for one to qualify as an 
employee: the manner in which the person works is subject to the direction or control of 
another person; the person is part of the institution; the person has worked for another 
person for an average of at least 40 hours per week for the last three months; the person is 
economically dependent on another person; and the person only provides services to one 
person.  
 
From the definition provided above, an employee means a person who works under a 
contract of employment to perform work for an employer. Employees are the most valuable, 
the most costly and the most unpredictable of all the resources used to accomplish the 
institution’s goals. Employees are needed to get things done and the biggest challenge is to 
attract and retain competent and qualified employees. To manage a successful institution, 
minimum standards describing the competencies and performance of employees must be 
established. If current employees do not meet the required standards, the choices are to 
either work with them so that they grow to meet the standards, or give them a creative career 
redirection opportunity (Herman, 1999:1-3). 
 
Manville and Ober (2003:2) concur with Herman, by stating that “the core of business 
enterprise, lie not in buildings, machinery, and real estate, but in the intelligence, 
understanding, skills, and experience of employees ... Employees are able to make decisions 
about their immediate jobs, or to participate in somewhat broader decisions about their own 
units, but still have little or no voice in decisions about the direction of the overall 
company”. The preceding contention implies that, instead of pushing for solutions on 
employees with the force of management arguments, solutions should be drawn out of 
employees. They should play an active role in the decision-making processes of the 
institution because the institution’s policies affect their work life.  
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People work for institutions for different reasons. The preceding statement is clarified by 
Russo (2010:17) who employs Maslow’s hierarchy of human needs, and argues that one of 
the strongest needs is to be secure, but feeling secure is not just about money because 
security can be expansively defined to include other things such as safety and trust. Meyer 
(2005:4) argues that there are three categories of reasons why people work and the 
importance of each depends on the preferences of the individual. The three reasons are 
summarised as follow: firstly is the achievement of the good quality of life; secondly, the 
inherent nature of work that offers satisfaction and thirdly, is about the commitment to the 
cause. Ramlall (2003:63) provides the following reasons: compensation; the job itself; the 
institution’s reputation; career development; job security; training and development; 
attractive benefits and challenge. What the employees obtain from work impacts on their 
morale and motivation and the quality of their lives. Some people have personal missions 
they accomplish through meaningful work, whilst others love what they do or the clients 
they serve. Whatever the personal reasons for working as Reh (2010:1) argues, the bottom 
line is that everyone works for money and fair benefits and pay, are the foundation of a 
successful institution that attract and retains competent employees.  
  
It is evident from the previous arguments that the concept “employee” is a very broad word 
because it does not specifically state the type of employee that is needed for high 
performance at workplace. The ideal employee, who is at the crux of the new political and 
economic transformation, is the talented employee who has the necessary skills, knowledge 
and expertise to perform to the required standards. A talented employee is therefore 
considered in the following section.  
    
2.5 TALENTED EMPLOYEES 
 
Many institutions agree on the importance of having competent employees for 
competitiveness, as Morse (2011:1) postulates. The question is who are the talented 
employees or knowledge workers? The answer simply put is that talented employees are 
“individuals complemented with a set of competency skills that include knowledge, skills, 
experience and personal traits demonstrated by defined behaviours” (Roslinah, 2009:1). 
Kahn and Louw (2010:179) state that talent is the employees’ ability and competencies that 
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form an institution’s capability, which is a critical success factor in a highly competitive 
environment and talent generates high performance which in turn attracts new talent. 
Herman (1999:3) uses the term “good people”, and defines them as people with technical 
expertise, dedication, productivity, drive, determination, high achievement, creative 
capacity, high educational qualifications, and high level of experience in specific field. 
Naidoo (2008:8) employs a concept “knowledge worker” as an employee who applies 
theoretical and analytical knowledge acquired through education and requires continuous 
learning. 
 
It is evident from the above definitions that talented employees are educated and linked to 
learning and development, performance and competency as well as creativity and good 
planning. It is obvious from the foregoing that talented employees bring their talents, 
creativity and intellectual capital into the institution, and therefore, they deserve recognition 
and fair compensation. It is for this reason that they will want to work for an employer for 
longer periods, as long as they find happiness and rewards in return for their labour. The 
employer should also keep the employees who satisfy him for longer periods so that there is 
stability with regards to high performance and productivity. High performing employees as 
Mckeown (2002:viii) puts it, “are great people to have around. They hit targets, add value, 
contribute to the organisation overall and inspire others”.  Sarin (2011:1) contends that as 
the competition in the markets heats up, the acquirement of skills, talent and knowledge 
becomes a tricky job for the institution. The institution experiences pressure when in every 
management meeting, managers are concerned about poor performance (Sarin, 2011). It is 
therefore imperative for employers to attract and retain talented employees by engaging 
them with the culture that recognises their value. The next section of the research considers 
talent management and retention strategies as the way of reducing employee turnover to an 
acceptable level. 
 
 2.6   THE ROLE OF MANAGEMENT IN RETAINING EMPLOYEES  
  
Successful institutions realise that by having an effective employee retention strategy they 
can sustain leadership and growth in the work place as Smith (2010:1) aptly puts it.  It is 
therefore imperative for institutions to design employee retention programmes to recruit, 
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manage, retain and engage the best workforce available by providing talent management 
strategies, hiring assessment and management training (Smith 2010:1). The preceding 
contention is echoed by Kahn and Louw (2010:178) who state that “recruiting talent means 
finding suitable employees and stimulating them to apply for jobs in the public institution ... 
recruitment would not only increase the selection, but also enhance sustainable talent 
identification and development in the public service.”  
 
Dibble (1999) as quoted by Netswera et al. (2005:2) argues that employee retention 
commences as soon as an employee is recruited. If the job descriptions do not define what 
the institutions are looking for, then the recruits will not meet the requirements, and as such, 
will not stay in the institution. This implies that if the policies of the institution are equivocal 
in as far as appointments of new recruits are concerned; such an institution may end up 
employing unsuitable employees whose qualifications may not be relevant to the job. This 
may result in affected employees feeling bored as the job may not be challenging, and to try 
to find relief, employees may quit the institution and try to find jobs that are challenging and 
compatible with their qualifications. The previous contention leads to the view that 
employers should invest in career planning with their employees, especially people 
identified as rising stars as Herman (1999:249) argues. Career planning is examined below:  
 
Career paths when integrated into institution’s overall talent management strategy, as Carter, 
Cook and Dorsey (2009:80) fittingly put it; can help the institution to retain valued 
employees in several ways.  First they promote a sense of fairness and consistency in how 
the organisation makes decisions. Secondly, they promote sense of loyalty and commitment 
among employees by demonstrating the commitment of the institution’s long term career 
development and thirdly, they take the guesswork out of career progression and 
development of employees. The previous statements imply career paths help employees to 
see how they can achieve their career goals without leaving the institution and give 
employees a sense that they have some degree of control over their future. A successful 
career path is determined by the processes of recruitment, selection and interviews. 
 
Carter et al. (2009:19) maintains that career paths are the centre piece of effective talent 
management systems and useful mechanism for realising the institution’s strategic human 
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capital vision. Most potential new hires particularly in knowledge workers roles, aspire to 
move beyond the role for which they are applying and articulating the growth opportunities 
and potential movements subsequent to initial roles, can increase recruits overall attraction 
to the role and the institution. Helping new hires to understand the future opportunities that 
might be available in the institution can increase hiring success and improve retention 
(Carter et al. 2009:74).  
 
From the foregoing it is important for institutions to retain their employees through various 
means. Managers and supervisors have a role to play in winning the race for talent, as Kaye 
and Jordan-Evans (1999:xi) argue. This implies that, for any kind of institution to be 
managed successfully, several human resource efforts are essential. First, there is a need for 
good leadership by management and team work with knowledge, skills, aptitudes and 
attitudes to perform at sufficiently high levels in order to accomplish the institutional goals 
(Herman, 1999:9). The preceding argument is supported by Kahn and Louw (2010:179) by 
stating that management should have the capacity to integrate the institution’s resources 
(human, financial and physical) with the implicit purpose of achieving its goals. These are 
dependent on the manager’s capability to ensure that employees are in the right jobs at the 
right time, meaning that employee’s talents are effectively managed for the benefit of the 
institution. 
  
2.7 RETENTION STRATEGIES 
 
Employee mobility should be managed and not be resisted as people stay where they feel at 
home and retention strategies should focus on building a welcoming environment where 
employees will want to stay as Mckeown (2002:23) postulates. To attract and retain talented 
employees, one should have something to offer. Employees should see joining the institution 
as being a positive career move. The institution should be perceived as a fine place to work 
for, from the perspective of being a comfortable environment, providing quality products 
and services and being good for the reputation of the people who work there, (Herman 
1999:31). Kamelgor and Meek (2008:76-78) contend that there are retention factors 
conducive to high levels of employee job satisfaction namely, positive work environment, 
freedom and flexibility, employee communication and assistance, employee involvement 
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and growth, as well as compensation and benefits. 
 
Regarding job satisfaction, Lee (2010:1) argues that job satisfaction is linked to mentally 
challenging work, reasonable rewards, supportive working conditions, and supportive 
colleagues. Employee job satisfaction is the key to the economic success of an institution. 
Satisfied employees do their jobs well and in return, the institution’s performance is greatly 
improved. Unhappy employees as Ropella (2008:1) aptly puts it, are not good for any form 
of business. They deliver poor services and poor results. They are not committed to the 
institution’s objectives or motivated to go an extra mile. It is therefore important to retain 
and nurture productive employees. There is a counter argument that challenges the view that 
managers control factors that influence employee job satisfaction. The most recent findings 
as Lee (2010:1) asserts, indicate that “employee job satisfaction is largely genetically 
determined … Managers will have a significant influence through their control of the 
selection process”. This implies that, the institution should appoint candidates who fit not 
just the job, but the institution and its culture. The preceding assertion is related to a positive 
working environment as a crucial factor for retention (Mckeown, 2002:62).  
 
It is at the management level that it is most critical in creating positive and motivated 
employees. Institutions should create/establish a work environment in which employees can 
express ideas (Glanz, 2002:50). Low morale, high levels of stress, lack of motivation are 
some of factors related to a negative working environment. Focus should be placed on a 
positive workplace environment that keeps employees satisfied and motivated to perform 
effectively and efficiently. To retain employees for a number of years, management can 
consider providing a healthy working environment that allows positivity, creativity and 
productivity (Herman, 1999:61). The foregoing can only be fostered through promotion of 
good relationships amongst employees, and the ability to communicate and collaborate. This 
implies that effective communication is extremely necessary regarding good relationships 
amongst employees. Communication is a cog in the success of every institution. It has 
become so heavily stressed in the workplace that it almost seems to have become a motto. 
The best institutions understand that their employees need to be informed and want to be 
heard, and so they develop and implement communication policies for these purposes. The 
word “communicate” means to share and that in communicating with employees create 
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unity and are of one mind. It is this unity, which achieved through communication, can be an 
institution’s greatest asset in achieving its goals (Martel, 2002:49).  
 
The other factor is an individual’s involvement in the institution. It is extremely important to 
include employees in the decision-making processes; especially where decisions will affect 
an individual employee. This can help to create a culture of employee involvement and will 
generate the new idea of a “we feeling”. A culture of engagement and development as Russo 
(2010:10) contends, inculcates and socialises employees with a sense of genuine 
commitment to the institution. It inspires individuals with a bias for action on the 
institution’s behalf and pride. The important issue is employees’ growth within an 
institution.  The issue here is not promotion, but those opportunities for acquisition of new 
skills and knowledge useful to the institution must be offered as Herman (1999:54) aptly 
puts it. No employee wants to feel stuck in their position with no possibility for 
advancement or new opportunities (The Rainmaker Group, 2005:1). 
 
Employee retention is critical to the long term health and success of any institution. 
Retaining the best employees ensures customer satisfaction; good production; effective 
succession planning; and deeply imbedded institutional knowledge and learning 
(www.slide.net/humaapkeliye/employrr-retention-1279466). Employees need to feel 
recognised for their achievement and not necessarily through money. The cost of losing and 
replacing even a perfectly average employee is significant (Shilling, 2010:1). The preceding 
contention means that to find a replacement is a long process that involves recruitment, 
selection, interviews and during this time, productivity is compromised and the mission and 
vision of the institution are greatly affected. The message is clear, talented employees are 
scarce and will continue to be scarce. The explanation that follows considers at factors that 
lead to employees leaving the institution.   
 
2.8 FACTORS THAT LEAD TO EMPLOYEES LEAVING THE INSTITUTION 
 
A variety of factors may impact on employees’ decisions to stay or leave an institution. 
Factors amongst others include lack of career opportunities, poor people skills of the 
manager, difficult working environment, and conflicting roles and responsibilities 
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(Duraisingam, Pidd, Roche & O’Connor (2006:7-8).  Happiness is the key to success and 
high performance, and unhappiness may not help employers and employees to reach their 
goals. The reasons for employees’ unhappiness according to Heathfield (2010:1) are listed 
as an excessive workload, concerns about management’s ability to lead the institution 
forward successfully, anxiety about the future, particularly long-term jobs, lack of 
challenges in their job with boredom intensifying existing frustration about the workload, as 
well as insufficient recognition for the level of contribution and effort provided. It has been 
established that a heavy workload and work-related pressures, as Duraisingam et al. 
(2006:13) argue, are the key factors in the development of work-related stress. High 
workloads have also been linked with lower job satisfaction, increased anxiety and 
frustration and to a lesser extent, depression and intention to quit. The previous statement is 
echoed by Kaye and Jordan-Evans (1999:191) who state that the pressures to do more with 
less, to move faster than the competition, to be more creative, to do it with less rewards, and 
to be available at all times, may push many to say that the work just asks too much.  
 
Heathfield (2011:1) contends that other factors which contribute to employees’ 
dissatisfaction are lower salaries, favouritism, workload too heavy, communication and 
availability, to name a few. The best way of keeping talented employees at work include 
offering stimulating work environment, flexible career options, excellent benefit packages 
and the culture that values employees’ contributions. 
 
The success of any institution is to promote retention of employees at all costs; otherwise its 
competitors may lure its skilled employees away. Shilling (2010:1) asserts that the 
institution attracts and retains the right kind of talent by “creating incentives for long-range 
careers by giving new hires and those who have been around for a few years greater access 
to interesting projects and greater promotion possibilities”. This is underscored by Kaye and 
Jordan-Evans (1999: 54) who assert that vertical advancement is the typical step of the 
corporate ladder.  Advancement is most likely when an employee’s abilities match the needs 
of an institution. An institutions’ strategic direction to employees should be interpreted so 
that they select assignments that will prepare them for impending challenges and openings. 
Talented people need straight forward and continual coaching to reach their vertical career 
goals. 
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2.9 CONCLUSION 
 
The literature review has provided an insight into past and present research conducted in the 
field of employee retention. It was indicated that a talented worker is the cog of any 
institution, and therefore, should be retained at all cost so that stability and consistency can 
be maintained in an institution. Literature has also reviewed the characteristics of good 
managers, who attracts and retain talented employees, and value their importance in 
attaining the objectives of the institution. Reasons for employees leaving the institutions 
were outlined and the main retention strategies were described. It was revealed that such 
strategies are depended on the type and location of the institution in order to be effective and 
efficient. The above description has indicated that reputable institutions make employee 
retention a core element of their talent management and institutional development strategy. 
Institutions that fail to make employee retention a priority are at risk of losing their talented 
employees to their rivals.  
 
The next chapter focuses on talent management and motivation of employees. 
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CHAPTER THREE 
 
TALENT MANAGEMENT AND MOTIVATION  
 
3.1 INTRODUCTION 
 
The previous chapter considered the theoretical perspectives of employee retention in the 
public sector, and how this sector uses various strategies, to keep talented employees. 
Factors that lead to talented employees leaving the institutions were also placed under the 
spotlight and it was revealed that for the institutions to survive and be viable, such 
institutions should attract and retain skilled employees, develop managers’ capabilities and 
address the shortages of leadership talent.  In this chapter, the focus is placed on talent 
management and motivation, the rationale being to look at how motivated employees can 
perform according to the standards set by the institution, and assists the senior leadership to 
attract and retain a skilled workforce that will positively impact on the strategies of the 
institution. 
 
In South Africa, there is an extremely dynamic and volatile work environment marked by 
continual commotion in the economy as Kreisman (2002:5) asserts. Managers, supervisors 
and leaders face a difficult challenge of motivating and retaining employees in an 
environment characterised by increased fears and worries about the future of their jobs. No 
institution has been unaffected by the continuing sequence of failures and restructurings, the 
important question to pose is how can the managers deal with this chaotic situation?   
 
In order to devise a suitable involvement with regard to preventing employees from leaving 
the institutions of higher learning, and to promote the rate of retention amongst the 
employees, it is important to assess the current situation in terms of staff concerns, measures 
that have been put in place to address the problem of employees retention and to see whether 
such measures were congruent to the prevailing conditions.  Confronted with the imminent 
wave of resignations, the question that comes to mind is how these resignations will affect 
the institution and how should institutions respond to retain talented employees. It is against 
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this backdrop that this chapter endeavours to look at how talent management and motivation 
can address the employees concerns so that possible solutions can be found in respect of the 
ways managers can follow to retain the employees. 
 
This chapter covers the following aspects: talent management, motivation in general as 
well as theories of motivation.  For the purpose of this research, it is crucial to mention that 
motivation is closely related to talent management in that an employee, who performs well 
in accordance with his own will, has a high level of motivation and managers who motivate 
employees will reap the benefits of such an employee’s performance, as Mitchel (2010:1) 
puts it. It is therefore worthwhile to look at how talent management through motivation can 
enhance a sense of commitment to the institution.   
 
3.2 TALENT MANAGEMENT 
 
Talent management is according to Lewis and Heckman (2006:2) “a deliberate and 
systematic effort by an organisation to ensure leadership continuity in key positions and 
encourage individual advancement ... managing the supply, demand and flow of talent 
through the human capital engine”. Kahn and Louw (2010:179) maintain that talent 
management is “a more focussed and segmented approach to managing people in strategic 
roles within the public institution.  It is the integrated and systematic processes of attracting, 
engaging and retaining key employees and potential public institutional leaders”. Vermeulen 
(2007:276-277) asserts that talent management “can thus be described as “a strategic 
integrated approach to managing human capital throughout the career circle: retaining, 
developing and transitioning the organisation’s human assets”. In support of previous 
assertions on talent management, Meyer (2005:5) contends that talent management is the 
way of ensuring that there is the right talent with the right skills at the right time and this 
defines human resources planning, succession planning and talent management.  Even 
though Kahn and Louw (2010:179) and Vermeulen (2007:276-277) were referring to public 
institutions, their views also apply to institutions of higher learning.  
 
Meyer (2005) insists that what may have been the right skills in the past may not be what is 
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required in future and there are continuous new challenges that require new skills. With all 
these views, talent management is the integration of strategies designed to improve 
processes for recruiting, developing and retaining people with the right talent to meet the 
future institutional needs. Talent management recognises at its nucleus that an asset is worth 
more than the cost to attain it, and at the nucleus of talent management is the driving need to 
develop and cultivate your institution's human assets, to present individuals with interesting 
career paths, to offer them ways and means to expand their horizons, and to avail them of 
educational and growth opportunities (Russo, 2010:126-127). 
 
From the foregoing, it is evident that managers hold the key responsibility for keeping 
capable employees at work. They have more power than anyone else to keep the best 
employees because the factors that drive employees’ satisfaction and commitments are 
squarely in the manager's hands.   
 
Talent management is becoming increasingly more important because of changes in demand 
for certain occupations and jobs, skill requirements, the anticipated retirement of the baby 
boomer generation, and the need to expand managerial talent with leadership skills, as Noe 
(2010:20) argues.  Moreover, opportunities for career growth, learning and development, 
and the performance of exciting and challenging work are some of the most important 
factors in determining employees’ engagement and commitment to their current employer.  
It is important to identify employees who want to develop their skills and seek promotions 
and to keep them growing through new job experiences and training. Managers are 
encouraged to spend more time in operations where they can learn how to motivate 
employees, advising, counselling, coaching, guiding, training, and listening to employees 
(Noe, 2010:21). The preceding statement implies that the manager, who knows the needs of 
his employees, will know how to build effective teams, manage employee performance, 
develop individuals to their full potential and assist them to achieve success in their jobs.  
 
Employees need to be assured that there is someone in control, steering their ship through 
the storm or through the racing channels. The manager should be there, doing his/her work 
with a strong sense of purpose and focus, as this will help build confidence in employees 
and the institution. The level of confidence is imperative if the manager wants to keep 
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talented employees, and anything a manager can do to strengthen feelings of pride, 
satisfaction and achievement will reinforce the manager’s position in reaching, attracting 
and retaining employees who can lead the institution in the future (Herman, 1999:31).  
 
Institutions are constantly investing in new ways to manage talent, and approaches they 
follow differ widely. There are approaches to workforce planning, innovative employer 
branding strategies, and more comprehensive efforts related to on-boarding and 
development of high potential employees (Hewitt’s Human Capital Consulting 2008:4). The 
previous statement implies that institutions are identifying employees with managerial talent 
and training and developing them for managerial positions.  This is attributed to the aging of 
the workforce, globalisation, and the need for the managers to contribute to employee 
engagement. Executive, administrative, and managerial occupations will experience the 
greatest turnover due to death or retirement.  To manage successfully in a global economy, 
managers need to be self-aware and be able to build international teams, create global 
management and marketing practices, and interact and manage employees from different 
cultural backgrounds. Managers contribute to employee engagement by performing basic 
management functions such as planning, organising, controlling, leading, but also through 
using good communication skills, helping employees develop, and working collaboratively 
with employees (Noe, 2010:24). 
 
Linking pay with performance for managers may yield good results as managers will want 
to perform to the highest standards when it comes to matters of retention. In retaining top 
employees, as Mckeown (2002:175-181) argues, it is important for a manager to be a leader 
by setting the right conditions; monitoring key relationships and enforce sensible milestones. 
Glanz (2002:50) argues that at management level, there are many people who get promoted 
to positions of management when they have no idea as how to manage. The preceding 
contention is critical especially where the manager has to interpret the policies of the 
institution, and if anything goes wrong, the retention strategies are negatively affected. It is 
therefore important that the managers of the institution should have a clear guide in respect 
of talent strategy, provide direction regarding training and development of employees, retain 
employees and implement key goals of the institution.  
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Institutions of higher learning cannot survive without talented employees, that is, support 
and academic employees. Investing in employee retention enables the institution to meet the 
current and future needs. It is management's responsibility therefore, to have a vision for the 
institution and react positively towards environmental changes, constraints and opportunities 
that will motivate the employees to remain at the institution for many years.  Management is 
expected to know their employees’ most serious complaints and uncertainties. They should 
know what makes employees unhappy; know about the employees’ satisfaction, their 
morale, positive motivation and retention. Management can further listen to their employees 
and provide opportunities for participative communication. Creating a safe communication 
platform, will therefore encourage employees to freely tell what is on their minds. The 
manager should interpret and understand the organisation’s corporate culture aiming at 
promoting trust for successful two-way (participative) communication. The manager is the 
one who has the power to greatly influence his talented employees’ decision to stay at work. 
It is important to show that he cares about them and their needs; model good decision-
making behaviour; involve them in the decision-making; set up checks and balances and 
support their decisions (Mckeown, 2002:178-179).  The preceding contention is highlighted 
by Kaye and Jordan-Evans (1999:14) who wrote “Remember. Notice them. Listen to them. 
Thank them. Love them or lose them.” Employees are less likely to feel trapped in their 
current jobs when they have other choices. They may find out that the grass is not greener.  
 
Furthermore, Hedberg and Helnius (2007:1) argue that, leaders and their skills in creating a 
culture of retention has become a key in what encourage people to stay and what actually 
drives them away from the institution. For institutions to retain its employees their number 
one priority should be to look at their management because people leave the managers and 
not the institution (Lancaster & Stillman, 2011). The manager is a trust builder, esteem 
builder, good communicator, talent developer and a coach, as well as the talent finder. The 
manager acts as the representative of the institution with his top employees; leadership is the 
key role that he/she is expected to play and ensures that top performers have a reasonable 
work-life balance (Mckeown, 2002:187-188). 
 
From the foregoing, it is apparent that the issue of talent management involves the 
participation of the entire institution, from the human resources department down to the 
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skilled and unskilled labourers, and this covers a variety of processes and programmes 
which should be planned and executed carefully. It is worthwhile and advisable for the 
institution to align talent management with the business strategies so that in the end the 
mission and vision of the institution is achieved.  Now that talent management has been 
explained, motivation needs clarifying. Motivation is the foundation on which business 
strategies are founded, it boosts employees’ morale, influences performance and inspires and 
decreases employee turnover and loss of talent.  
 
3.3 CONCEPT OF MOTIVATION 
 
The concept motivation is a word that originates from the Latin word movere, meaning “to 
move” as Kreitner and Kinicki (1998:189) assert. It represents the psychological process that 
causes the arousal, direction and persistence of voluntary actions that are goal directed. The 
word motivation has been derived from motive which means any idea, need or emotion that 
prompts a man into action.  Whatever may be the behaviour of man, there is some stimulus 
behind it. Stimulus is dependent upon the motive of the person concerned (Shahid, 2012:8). 
Definitions of motivation as proposed by different researchers are considered hereunder.  
 
Motivation according to Louw and Edwards (1993:427) is a word that refers to a number of 
factors which determines or regulates behaviour. The behaviour is partly determined from 
within the organism by sources of energy, such as needs, drives or goals.  Diamond and 
Diamond (2010:3) argue that “motivation is the force that drives us in every aspect of our 
lives. Without motivation, one would not work, diet, exercise, pursue hobbies, or even get 
out of bed in the morning.  In business, motivation is the starting point at the centre of every 
success. Motivation is all around us, and most of us have natural drives toward satisfaction 
and success. Unfortunately, demotivating forces and demotivating people are also surround 
us”. Quick and Nelson (2009:152), state that motivation is the process of arousing and 
sustaining goal-directed behaviour.  It is one of the most complex topics in organisational 
behaviour.   
 
According to Bagraim et al. (2011:82), “Motivation is the force within us that arouses, 
directs and sustains our behaviour. The first part of this definition, arousal, is about the 
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energy that drives your behaviour. For example, your behaviour in a new job may be guided 
by your desire to make a good impression on your new boss. Your interest in making a good 
impression will arouse you to want to engage in behaviours that you think will result in 
creating a good impression. The second part of the definition is about the choices you make 
between different behaviours to achieve your goals – the direction of your behaviour. The 
third part of the definition is concerned with how long you are willing to persist in 
attempting to meet your goal, to sustain your behaviour.  For example, if you give up trying 
to create a good impression after very little effort, you cannot describe yourself as highly 
motivated. That is, you give up before reaching your goal and do not persist with the 
behaviours that you once thought would lead to achieving your goal”. 
  
It is evident from the above definitions that the central theme is that, motivation is an inborn 
quality that is nourished by the environment in a positive or negative way. It happens in the 
mind of an individual and may fluctuate from time to time depending on circumstances, and 
may differ from person to person. On the basis of the foregoing assertions, two employees 
doing the same type of work at the same institution may not be motivated equally by the 
same reward and the circumstances in which they find themselves that may play a major role 
in determining which employee is motivated by which reward. 
The rationale for employees’ motivation is considered in the next section. 
 
3.4 RATIONALE FOR EMPLOYEE MOTIVATION 
 
All managers want to motivate their employees to do well. The questions are:- 
 what motivates employees?  
 how can one recognise this and increase employee motivation? and 
 do people understand the benefits of motivating employees? 
 
Wilkes (2010:1) states that the only way to get employees working hard is to motivate them. 
This is done by likening these employees with a car when he asserts that “one can have a 
shiny lovely car, but it is worthless if it does not have the power of a great engine behind it”. 
This implies that employees are the engines of the institution and like any finely tuned 
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engine; the workforce will work smoothly and efficiently when motivated. It is therefore 
necessary to look at the characteristics of motivated employees. 
 
3.4.1 Motivated and unmotivated employees 
 
 Motivated employees look for better ways to do a job 
      Motivated employees care about their customers 
 Motivated employees take pride in their work 
 Motivated employees are more productive. 
 
Though he mentions only motivated employees, Diamond and Diamond (2010:4-5) 
distinguishes between the two types, namely, motivated employees and unmotivated 
employees. 
 
3.4.1.1 Motivated employees 
 
 Contribute to a positive environment 
 Affect the morale of those around them  
 Are team players  
 Are willing to go an extra mile in a crisis 
 Motivate clients and customers to return 
 Put a friendly face to your (the institution’s) good name 
 Care about their institution’s image and success 
 Have strong personal goals 
 Are committed to problem solving. 
 
3.4.1.2 Unmotivated employees 
 
 Do not attract or retain clients or customers. 
 Negatively affect the morale of those around them. 
 Often quit or get themselves fired at the institution’s expense. 
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 Do not care about the institution’s image and success. 
 Call in sick more often than satisfied employees in order to do anything else (and 
may become ill from the anxiety of going to work in an environment where they feel 
unappreciated or even mistreated). 
 May do what is asked of them but will not do more.  
 
In support of the previous assertions, Shahid (2012:9) states that “Motivation involves 
getting the members of the group to pull their weight effectively, to give their loyalty to the 
group, to carry out properly the purpose of the organisation”. The following results may be 
expected if the employees are properly motivated: 
 
 Workforce will be better satisfied if the management provides them with 
opportunities to fulfil their physiological and psychological needs. The employees 
will cooperate voluntarily with the management and will contribute their maximum 
towards the goals of the institution. 
 Employees will tend to be as efficient as possible by improving upon their skills and 
knowledge so that they are able to contribute to the progress of the institution. This 
will also result in increased productivity.  
 Rates of labour’s turnover and absenteeism among the employees will be low. 
 There will be good human relations in the institution as friction among the 
employees themselves and between the employees and the management will 
decrease; 
 The number of complaints and grievances will come down. Accidents will also be 
low; and 
 There will be an increase in the quantity and quality of products. Wastage and 
scrap will be less. Better quality of products will also increase the public image of 
the institution. 
 
From the foregoing, it is apparent that the motivated employees will perform to the best of 
their abilities, thereby, maximising the profits of the institution as well as its image.  On the 
contrary, the unmotivated employee is only there to draw the salary and cares less about the 
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future of the institution. What follows is the process of motivation, which if done correctly 
will benefit both the employees and the employer. 
 
3.5 THEORIES OF MOTIVATION 
 
This section of the research provides theoretical viewpoints, as advocated by different 
theorists regarding the concept “motivation”. There are several motivation theories that try 
and assist the manager to understand the requirements and goals of employees, and to help 
the manager to stimulate and sustain a particular course of action or to stop certain 
behaviours that are proving problematic in the institution as Bagraim et al. (2011:85) 
contend. For the sake of this research, only five major approaches that lead to the 
understanding of motivation are scrutinised in this section. They are McClelland’s theory of 
needs; Adams equity theory; Maslow’s hierarchy of needs; Vroom’s expectancy theory; and 
Herzberg’s two factor theory. 
3.5.1 McClelland’s theory of needs 
 
David McClelland a well-known psychologist studies the relationship between needs and 
behaviour. As in Bagraim et al. (2011:92), McClelland proposed that people are not born 
with specific set of needs but that they learn particular needs from our society. This implies 
that needs are socially constructed and differ from one society to the other. The theory of 
needs by McClelland, as argued by Ferguson (2002:1), measures people in three dimensions, 
namely, the need for power, achievement and affiliation. The three dimensions of needs are 
outlined as follows: 
 
 3.5.1.1 Need for power 
 
Bagraim et al. (2011:92) state that people with a high need for power focus their behaviour 
on trying to influence others and exerting power over them. They seek to have a strong 
effect on the behaviour of other people and will use any available means to satisfy their 
needs. Chapman (2009:5) argues that such people are authority motivated.  This driver 
produces a need to be influential, effective and make an impact. There is a strong need to 
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lead and for their ideas to prevail. There is also motivation to and need towards increasing 
personal status and prestige.  
 
3.5.1.2 Need for achievement 
 
According to Kreitner and Kinicki (1998:197) achievement theories propose that motivation 
and performance vary according to the strength of one’s need for achievement. The need for 
achievement is defined by the following desires: to accomplish something difficult; to 
master, manipulate, order physical defects, human beings or ideas; to do this rapidly and as 
independently as possible; to overcome obstacles and attain a high standard; to rival and 
surpass others; to increase self-regard by successful exercise of talent. 
 
3.5.1.3 Need for affiliation 
 
Employees with a high need for affiliation need to perform best in a business environment. 
These employees need harmonious relationships with other people and need acceptance by 
other people. Bagraim et al. (2011:92) illustrates this point by stating that people with a 
strong need for affiliation try to develop close relationships with other people that are based 
on mutual respect and caring.  
 
3.5.2 Adams equity theory 
 
The Equity theory was first introduced by Adams in 1963 and it is the only theory of 
motivation according to Bagraim et al. (2011:110) that includes a social component. It 
discusses the social comparisons that people make when they compare their inputs, for 
example, efforts exerted, time spent, and training received as compared with the outputs, for 
instance, pay and recognition they receive. It concerns the feelings that employees have 
about the rewards they receive, and how these feelings are affected by what other receive. 
Shahid (2012:7) concurs with Bagraim et al. (2011:100-101) in that an employee compares 
his job inputs and outcomes in relation to that of a reference group or individual. If the 
employee perceives inequity, he will act to correct such inequity.  
 
  
41 
 
 
Kreitner and Kinicki (1998:227) acknowledge that equity theory has seven important 
practical implications. Firstly, the equity theory provides managers with an explanation of 
how beliefs and attitudes affect job performance. The best way to manage job behaviour is 
to adequately understand the underlying cognitive processes, that is, employees are 
motivated powerfully to correct the situation when their ideas of fairness and justice are 
offended. Secondly, the equity theory emphasises the need for managers to pay attention to 
employees’ perceptions of what is fair and equitable. No matter how fair the management 
thinks the institution’s policies, procedures and reward system are; each employee’s 
perception of the equity of these factors is what counts. This theory underscores the need for 
managers to make hiring and promotion decisions on merit-based, job-related information. 
Thirdly, employees should have a voice or a say when certain decisions affecting them are 
taken. Fourthly, employees should be given an opportunity to appeal the decisions that affect 
their welfare. Fifthly, employees are more likely to accept and support institutional change 
when they believe it is implemented fairly and when it produces equitable outcomes. 
Sixthly, managers can promote cooperation and teamwork among group members by 
treating them equitably, and finally, treating employees inequitably can lead to litigation and 
costly court settlements. 
 
Bagraim et al. (2011:100) contend that an employee assesses his input into a job against 
what he gets from the job and then compares the ratio of these inputs with another 
employee’s ratio of inputs and outputs. If an employee perceives the ratio of his inputs and 
outputs to be equal to inputs and outputs of the employee with whom he has made a 
comparison, the employee will assess this as fair and state of equity is said to exist. If an 
employee feels that the ratios of inputs to outputs are unequal, the situation is assessed as 
unfair and the state of inequity is said to exist. The employee perceives that he has been 
either under-rewarded or over-rewarded. When this state of inequity occurs, the employee 
will be motivated to address it and restore equity.  
 
The choice of a person with whom the employee makes a comparison of inputs and outputs 
is important in the equity theory, as Bagraim et al. (2011:101) postulate. There are three 
different categories of ‘other’ with whom an employee could compare his ratio of inputs and 
outputs. The first category includes any other employee who holds a similar job, and this 
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may include colleagues, friends and neighbours. The employee will receive information 
from the others by word of mouth, newspapers, magazines and trade unions as Bagraim et 
al. (2011:101) aptly put it. The second category is the system within the institution where 
the employee works. The institution may have set certain precedents in terms of pay 
performance, and if an employee does not receive the same reward he will perceive inequity 
and act accordingly. The third category of ‘other’ is the employee him/herself. The 
employee may compare the ratio of his/her inputs and outputs to experiences in the previous 
jobs.    
 
Once an employee has established the existence of inequity, a number of strategies can be 
employed to restore equity to the situation. Quick and Nelson (2009:168) identify seven 
strategies in the restoration of inequity: alter the employee’s outcomes; alter the employee’s 
inputs; alter the comparison other’s outcomes, alter the comparison other’s input; change 
who is used as a comparison, rationalise inequity; and leave the institution. Bagraim et al. 
(2011: 101) suggest five alternatives in employees seeking to restore equity. The employees 
will: distort their perception of their own or other person’s inputs or outcomes; try to 
convince the ‘other’ employees to change either their inputs or outcomes; change their own 
inputs or outcomes; choose different ‘other’ for comparison; and/or quit their job. The 
previous statements imply that equity is based on the understanding between employee and 
employer relationship, and such relationship should be positively sustained so that long-term 
consequences can be realised.   
 
From the foregoing, it is apparent that the feeling of equity revolves around a person’s 
assessment of whether he receives sufficient rewards to compensate his contributive inputs. 
Employees perform these assessments by comparing fairness of their employment exchange 
to that of relevant others. People tend to compare themselves to similar others performing 
the same job or individuals of the same gender or educational level, rather than dissimilar 
others as Kreitner and Kinicki (1998:224) observes.  
 
3.5.3 Maslow hierarchy of needs 
 
According to Bagraim et al. (2011:86) Maslow found out that people who grew up in an 
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environment that did not allow them to meet their basic needs would often suffer from 
psychological disorders in later life. This led him to believe that the employees who do not 
meet their needs at work will not function as effectively as they could and that managers 
should understand the needs that are important to their employees.     
Maslow never believed that his hierarchy would apply to every single employee, but he did 
maintain that his theory was a useful, general way of understanding how most people are 
motivated by needs. Kreitner and Kinicki (1998:193) contend that needs theories attempt to 
pinpoint factors that energise behaviour. Needs are psychological deficiencies that arouse 
behaviour. They can be strong or weak and are influenced by environmental factors. Human 
needs change from time to time, and such changes depend on an individual. The following 
needs as Bagraim et al. (2011:86) assert, comprise the hierarchy of needs. 
 
 Physiological needs are the most important in order of needs. They are biological 
needs, such as the need for water, food and air; 
 Safety needs are the second level of needs in the hierarchy and are activated once 
physiological needs have been met. These are the needs that make one to feel 
protected from physical and emotional harm; 
 Social needs are the third level of needs and are activated once the safety needs have 
been activated. They include needs for affection, friendship acceptance and sense of 
belonging; 
 Esteem needs are the fourth level on the hierarchy. They include the desire to feel an 
internal sense of self- respect, autonomy and achievement and to achieve status and 
recognition from others; and 
 Self-actualisation needs are the highest level of needs and are at the top of the 
hierarchy. These needs are activated only after all the other needs have been 
substantially met. Self-actualisation refers to the needs of self-fulfilment, the desire 
‘to be all that one can be’ and the desire for the personal growth that extends beyond. 
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3.5.4 Vroom’s  expectancy theory 
 
Vroom realised that an employee's performance is based on the individual’s factors such as 
personality, skills, knowledge, experience and abilities. The theory suggests that although 
individuals may have different sets of goals, they can be motivated if they believe that: there 
is a positive correlation between efforts and performance; favourable performance will 
result in a desirable reward; the reward will satisfy an important need and the desire to 
satisfy the need is strong enough to make the effort worthwhile (Shahid, 2012:7; Bagraim et 
al. 2011;110; Quick & Nelson 2009:169). The previous statement implies that the rewards 
are either positive or negative. The more positive the rewards are, the more likely the 
employee will be motivated.  
 
Motivation according to Vroom, as Kreitner and Kinicki (1998:228) boils down to the 
decision of how much effort to exert in a specific task situation.  This choice is based on a 
two-stage sequence of expectations. Firstly, motivation is affected by an individual’s 
expectation that a certain level of effort will produce the intended performance goal.  
Motivation is also influenced by the employee’s apparent chances of getting various 
outcomes as a result of accomplishing his or her performance goal, and finally, employees 
are motivated to the extent that they value the outcomes received.  
 
Quick and Nelson (2009:169) emphasise the key constructs in the expectancy theory of 
motivation, and these are valence of an outcome, expectancy and instrumentality. 
Employee's beliefs about expectancy, instrumentality, and valence interact psychologically 
to create a motivational force such that the employee acts in ways that bring pleasure and 
avoid pain. 
 
3.5.4.1   Valence 
 
Valence refers to the emotional orientations people hold with respect to outcomes [rewards]. 
The depth of the want of an employee are for extrinsic [money, promotion, time-off, 
benefits] or intrinsic [satisfaction] rewards). Kreitner and Kinicki (1998:230) state that 
valence mirrors our personal preferences. Most employees have a positive valence for 
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receiving additional money or recognition, and in contrast, job stress and being laid off 
would likely be negatively valent for most individuals. According to Vroom’s expectancy 
models, the concept ‘outcomes’ refer to different consequences  that are contingent on 
performance such as pay, promotions, or recognition. Management must discover what 
employees value.  
 
3.5.4.2 Expectancy 
 
Employees have different expectations and levels of confidence about what they are capable 
of doing. Management must discover what resources, training, or supervision employees 
need. Kreitner and Kinicki (1998:229) assert that expectancy is influenced by certain 
factors, and these are self-esteem; self-efficacy; previous success at the task; help received 
from supervisor and subordinates; information necessary to complete the task; and good 
materials and equipment to work with. 
 
3.5.4.3 Instrumentality 
 
Management must ensure that promises of rewards are fulfilled and that employees are 
aware of that. The three constructs imply that the more an employee performs better, the 
more the chances that he/she will get more pay. The increase in efforts has direct positive 
effects on performance and the reduced amount of efforts results in a proportionate 
reduction in performance (Bagraim et al. 2011:103). 
 
To motivate effectively, as Bagraim et al. (2011:103) contends, the manager needs to 
understand each of his employees very well, and the expectancy theory has some 
suggestions for managers that even if they do not follow the full details of the theory, they 
must: 
 Increase expectancy that greater effort will lead to performance (expectancy).  This 
may necessitate training employees to be more efficient, following up employees 
suggestions regarding their work and eliminating any barriers to performance that 
employees may be experiencing; 
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 Ensure that rewards given by the institution should be personally meaningful to 
employees (valence). A manager cannot assume that just because he thinks that a 
particular reward is of value to him, the employees will also think so.  This is true in 
a multicultural society such as South Africa; 
 Link rewards and performance clearly (instrumentality). Managers should boost the 
employee’s belief that performance will be rewarded; and 
 As the manager, should devise the system that will result in pay for performance or 
specify the reward for particular behaviour. 
 
From the foregoing, it is obvious that the three models or constructs are dependent on 
individual employees’ past experiences regarding the tasks completed. Low or high efforts 
can only be exerted if the managers know their employees and reward them according to the 
efforts they put into the assignments given.  
 
3.5.5 Herzberg’s two factor theory 
 
The two factor theory is also known as Herzberg motivational theory. According to Quick 
and Nelson (2009:160), Herzberg departed from the need theories of motivation and 
examined the experiences that satisfied or dissatisfies employees at work. Herzberg believed 
that employees have two sets of needs, that is, one related to the avoidance of pain and one 
related to the desire for psychological growth. Conditions in the work environment would 
affect one or the other of these needs. Work conditions related to satisfaction of the need for 
psychological growth were referred to as ‘motivational factors’. Work conditions related to 
dissatisfaction caused by discomfort or pain was called ‘hygiene factors’.  Motivation 
factors related to job satisfaction and hygiene factors are associated with job dissatisfaction.   
 
According to Herzberg (1959:1), motivators, actually motivate an individual and find their 
root within the job itself. Hygiene factors do not have any motivational value when present, 
but have a de-motivational value when not present. Bagraim et al. (2011:94-95) looked at 
factors that make employees feel good about their job and found that factors that make 
employees feel good about their jobs were significantly different from factors that made 
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them feel bad about their jobs. The two factor theory suggests that managers should 
eliminate those factors that lead to job dissatisfaction, and emphasise those factors 
associated with promotional opportunities, opportunities for personal growth, recognition 
and responsibility. Kreitner and Kinicki (1998:201) when applying Herzberg’s model 
intimates that job enrichment entails modifying a job such that an employee has the 
opportunity to experience achievement, recognition, stimulating work, responsibility and 
advancement. These characteristics are incorporated into a job through vertical loading. 
Instead of giving employees additional tasks of similar difficulty (horizontal loading), 
vertical loading consists of giving employees more responsibility, namely that employees 
take on everyday jobs normally performed by their manager. The preceding assertion 
implies that employees are given more responsibility, personal achievement, growth and 
advancement. There is no doubt that an employee who experiences the principle of vertical 
loading of a job, will be more motivated and perform to the standards as set out by the 
institution. The following table (Table 3.1) with the contributions of Bagraim et al. (2011); 
Vhibuti.mittal (2010); Akrani (2001); elucidate the advantages and disadvantages of each 
theory discussed in the research. It is a summary that foregrounds the importance of each 
theory in respect of employee performance and success of the institution. 
 
Table 3.1 Theories of motivation 
  
McClelland theory of needs  Employees who are motivated by affiliation 
have an urge for a friendly and supportive 
environment and are effective performers in 
the team. Employees with greater power 
will perform better than those with less 
power. Power should be linked with 
efficiency and effectiveness to achieve 
institutional goals, and management 
provides power seekers the opportunity to 
manage others. 
Adams equity theory  There is a need for managers to focus their 
attention on fairness and equitable pay.  
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Employees should feel connected to the 
institution in which they work. Performance 
based rewards must be implemented 
whereby the rewards are awarded 
impartially. Unfortunately, there is a 
potential for conflict when comparisons are 
made of the efforts and rewards of 
employees.  The issue at hand is with whom 
an employee should compare his salary, 
family or fellow employee or friend? This 
may cause conflict, but managers should 
make sure that they do not overpay or 
underpay their employees. 
Maslow hierarchy of needs 
  
This theory is popular and has wide 
applicability. People work because they 
need money to fulfil their basic needs such 
as shelter, food and water. Any need may 
act as a motivator, and is descriptive in 
nature. There are some deficiencies related 
to this theory in that not every employee is 
governed by the same set of needs, and 
different employees may be driven by 
different needs at the same point of time.  
Vroom’s expectancy theory  It is based on the self-interest employee 
who wants to achieve maximum 
satisfaction and who wants to minimize 
dissatisfaction. This theory emphasises 
upon the expectations and perception, what 
is real and actual is immaterial, and again it 
emphasises on rewards. 
Herzberg two factor theory  This theory is an extension of Maslow’s 
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hierarchy of needs and is narrow.  
Motivation comes from within an employee 
as opposed to any external factors. Hygiene 
factors do not act as motivators; only higher 
order needs act as motivators, and is 
prescriptive in nature. It provides practical 
solutions for institutions. Somewhere the 
theory takes the backseat where it does not 
consider employee’s personalities with 
regard to motivation, and further it does not 
provide motivational value for each 
motivator.  
 
(Bagraim et al. (2011); Vhibuti.mittal (2010); Akrani (2011). 
 
From the above, it is evident that the theories of motivation address different aspects that 
motivate employees to use their effort, competencies and personalities to increase 
performance. It is clear that not one theory addresses all aspects of human/employees' need/s 
for motivation. Again, some theories can still be challenged as they are restricted and not 
widely applicable. If one looks at Maslow’s theory of motivation, one can deduce that this 
theory is applicable to institutions found in developing countries where money is regarded as 
the only motivating factor. The equity theory is very good on paper but in practice, it holds 
no water because it is natural that there will always be inequalities in human society. Even 
two employees appointed at the same time and same date may not get equal rewards as 
experience, age and other skills may influence such rewards. The expectancy theory seems 
to cover many aspects of motivation because one’s performance yields rewards, and rewards 
make it possible for one to achieve goals. It is therefore advisable that institutions of higher 
learning should employ a combination of theories to motivate their workforce. Theories that 
are compatible with the institution’s strategies should be used as part of the strategies, and 
those that do not fit in, should be left out. Types of motivation are considered in the section 
that follows and this should provide the best type of motivation that influences the manager 
and employee in their endeavour to achieve institutional goals.  
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3.6 TYPES OF MOTIVATION 
 
Shahid (2012:14) intimates that there are two primary types of motivation, namely extrinsic 
and intrinsic motivation. Extrinsic motivation is geared toward external rewards and 
reinforcers. Some examples of external rewards are money, praise and awards. Some 
examples of external reinforcers are policy and procedures, disciplinary action, speeding 
tickets, and boundary-setting. Extrinsic motivation is said to be less effective because it 
comes from outside the person. External reinforcers, for instance, are usually in the form of 
control.  
 
Ryan and Deci (2000:60) assert that extrinsic motivation is a construct that pertains 
whenever an activity is done in order to attain some separable outcome, and intrinsic 
motivation refers to desires to perform a particular task. When work itself is meaningful, it is 
said to have intrinsic motivation, and this means that it is not the pay or recognition that 
yields positive feelings of engagement, but the work itself as Macey, Schneider, Barbera and 
Young (2009:67) aptly put it.  People do certain things because it gives them pleasure, 
develops a particular skill or is morally the right thing to do. Kreisman (2002:13) contends 
that intrinsic motivation comes to the employee directly from the work they do, like the 
pride of technical accomplishment, service to a customer or making a difference in the 
world. Kreitner and Kinicki (1998:265) are of the view that the employee, who works to 
obtain extrinsic rewards such as money or praise, is said to be extrinsically motivated, and 
the one who derives pleasure from the task itself or experiences a sense of competence is 
said to be intrinsically motivated. Flowing from this, one can deduce that the views of 
different writers in respect of the types of motivation centre on financial rewards in terms of 
extrinsic motivation and psychic rewards in terms of intrinsic rewards.  It is apparent that the 
two types of motivations are interdependent as they both serve as an inducement in an 
employee’s performance.  
 
The next section will illustrate that motivation does not stand alone, but needs to be 
sustained by various incentives, and these are discussed in the section that follows.  
 
The considerations in the previous paragraph have been about employees’ motivation and in 
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this section; the consideration is about how motivation for employees results from a 
combination of incentives that take the form of intrinsic and extrinsic rewards. Vargas 
(2009:1) provides the following example in this regard: Do X work and you will get X 
rewards.  The rewards can be in the form of money, items or events. Incentives cost some 
money but the amount of money one pays  out to boost performance would definitely be 
nothing compared to the success the team can achieve when they are all motivated and 
giving their best performance. According to Kreitner and Kinicki (1998:266), a good reward 
system should attract talented people and motivate and satisfy them once they have joined 
the institution. A good reward system should foster personal growth and development and 
keep talented people from leaving. Shanks (2012:30) intimates that motivation for 
employees results from a combination of incentives that take the form of extrinsic and 
intrinsic rewards.  
 
3.6.1   Extrinsic rewards 
 
Extrinsic rewards as Shanks (2012:30) contends, is the host of external things that the 
managers can provide that may serve as incentives for employees to increase their 
productivity. These are money in the form of pay, overtime and bonuses; benefits in 
different forms including health insurances, vacation, sick leave and retirement.  Others are 
promotions, praise, feedback; and flexible schedules. Kreitner and Kinicki (1998:265) 
contend that extrinsic rewards are financial, material or social rewards from the 
environment. An employee, who works to obtain extrinsic rewards such as money or praise, 
is said to be extrinsically motivated.  
 
3.6.2   Intrinsic rewards 
  
These types of rewards are according to Shanks (2012:30) internal to the individual and are 
in many ways less tangible. An employee who according to Kreitner and Kinicki (1998:265) 
derives pleasure from the task itself is said to be intrinsically motivated. They are highly 
subjective in that they represent how the individual perceives and feel about work and its 
value. The following are intrinsic rewards: healthy membership where employees develop a 
sense of membership with fellow employees at the workplace; employees are encouraged to 
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develop skills that enable them to perform according to standards set by employer; and 
where employees are encouraged to express their views and participate in the decision 
making policies of the institution (Shanks, 2012). From the preceding contention, it is 
obvious that employees, who are rewarded for the work well done either through extrinsic or 
intrinsic methods, will improve on their performance and work to the desired standards as 
set out by the institutional policy. Therefore, the relationship between motivation and 
performance improvement are considered in the next section.  
 
3.7     MOTIVATION INFLUENCES EMPLOYEES' PERFORMANCE  
 
As stated in the previous section, this section looks at how motivation goes hand in hand 
with employee behaviour or performance. This section focuses on how motivation 
influences employees' behaviour. Mitchell (2010:1) contends that an employee’s motivation 
is related to his behaviour.  An employee who performs well on his own will have the 
highest level of motivation. Someone who needs constant direction would be said to have 
low motivation. Employees are motivated by different factors depending on their positions. 
Mitchell (2010:1) goes on by stating that motivation through inspiration, open 
communication, and results-orientated feedback (both positive and developmental) requires 
more thought and sensitivity. It requires a manager who has a motivational mindset and uses 
motivational language.  The motivational manager is one who maintains a positive mindset 
even in difficult circumstances. The following section considers the rationale for employee 
motivation. 
 
3.7.1 What motivates employees 
 
Employees as Russo (2010:19-20) observes, want to make a contribution while doing 
something worthwhile. They want to do this in a place worthy of their efforts. They want to 
be recognised for what they do, they want to work in a place where there is high friendship 
(comradeship), and they want to work in a place where there is high level of trust and 
respect. A central part of what makes employees stay at a job, is their trust in the institution 
and the respect the institution expresses for them or that the institution helps to engender 
from the co-workers. If the institution believes in the employees and trusts them to do good 
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work, it must express that trust through the investment in career development, training, 
advancement opportunities, and availability of resources (Russo, 2010:20). 
 
Herman (1999:49) writes that people want to feel involved in the job to the point of 
designing the job and establishing goals and objectives. They have ideas about how things 
could and should be done and questions about why certain things are done or not done. 
Employees are closest to the work for which they are responsible. They want to perform that 
work in the best way possible. They have the potential (Maslow’s self-actualisation level) 
and desire to use it. Thus, supervisors can motivate employees by asking them to set their 
own goals and to suggest better ways to do things. It is a known fact that institutions have 
carefully nurtured cultures, but that is only part of the battle to draw the best possible 
contribution from employees. That culture has to be wisely and regularly communicated, so 
the employees know and recognise without doubt what part they play in the institution’s 
progress and ultimately in the customer experience. They must be advised regarding what 
contribution means and what it looks like. And they must be told that contribution is what is 
expected, what counts, and what will be counted (Russo, 2010:55). Another important issue 
related to contribution of employees is engagement. 
 
Engagement is one of the factors which relates to what managers consider a fundamental 
principle of motivation (Macey et al 2009:10-11). There must be a reason for the employees 
to fully invest their energy during working hours, and in this regard, jobs will be high on 
intrinsic interest and stimulate engagement. Jobs are intrinsically interesting when they are 
challenging, meaningful, and offer opportunities for decision-making and autonomy in 
designing not only what will  be done but how will it be done.  Specific and difficult goals 
yield increased accomplishment at work. 
 
The motivation to engage also follows from treating people with respect, and in so doing, 
showing they are valued and thereby establishing a basis for them to reciprocate through 
their voluntary engagement. This also follows when the institution’s and the employee’s 
values are aligned (Macey et al. 2009:11). Engagement happens when employees have work 
that interests them and aligns with their values; and they are treated in a way that reinforces 
the natural tendency to reciprocate in kind.    
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Wilkes (2010:2) contends that employees need to be rewarded fairly for the job they do and 
the most important factors relating to employee engagement are outlined as follows: 
 Empowerment: feeling trusted and empowered is a tremendous motivator; 
 Growth: feeling that they are growing and developing personally; 
 Inclusion: “to belong” is a fundamental need, whether as a member of a family, peer 
group, network, team or institution.  It is human nature to want to be on the inside, 
and not on the outside; 
 Purpose: today people care more about what happens tomorrow and want to 
contribute to ensuring the future of their children and the health of the communities 
and planet; and 
 Trust: this is the fabric that holds it all together and makes it real.  
  
Richardson (2011:2) puts more emphasis on the following factors as key features of 
employee motivation:  
 
 Environment: An environment consistent with motivation must be created.  
Everyone likes to work for an institution when the atmosphere is charged with 
enthusiasm, excitement and inspiration; 
 Individual motivation: Every employee does not receive inspiration from the same 
thing. It is the manager’s job to find out which things motivate which employees; 
 Monetary rewards: many employees are motivated by money. Some employees want 
to make as much money as they possibly can; and 
 Recognition: A good performance should always be credited by means of, for an 
example, a pat on the shoulders. This means that a performance that is constantly 
credited is repeated. 
 
Above all, the concept of employee engagement is also one of the factors that motivate 
employees in such a way that they want to perform to the best of their ability. Macey et al. 
(2009:11) stated “Engagement is a powerful concept because it captures the notion of 
employees who give it their all, work with passion, or who go the extra mile.  In this view, 
competitive advantage results from getting more from the available (human) resources. The 
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characterisation of engagement is decidedly unbalanced and therefore unsustainable. It 
implies that engagement is about one side getting more out of the other – which is unjust and 
therefore counter to a foundation of engagement: just as fair treatment. The kind of 
environment that works well for engagement is one in which both the employees and the 
institution’s interests are served in the long run”. 
 
From the foregoing, it is obvious that the institution influences the behaviour of its 
employees to behave in a certain way, and if this is handled effectively and efficiently, the 
success of the institution can be realised. The question is who is responsible for the huge 
task of motivating employees. The answer simply put is that the manager is the driver of the 
assignment.  In the following section, the research is based on the manager as a responsible 
person regarding the motivation of employees. 
 
3.7.2 The manager as a role player 
 
The manager plays a crucial role when it comes to motivation since competitive, motivated 
employees keep a workplace operating effectively. Effective managers know that they must 
understand their employees and what motivates them. In order to understand what motivates 
employees, a manager must find out what those employees’ needs are and what goals they 
have set for themselves.  It is important for the managers to understand how to motivate 
their employees because high levels of motivation are very important contributors to high 
performance (Bagraim et al. 2011:83).  
 
Managers can develop competitive employees by providing competitive salaries and 
benefits. Managers can also cultivate a stable, relaxed work environment, provide positive 
feedback for good performance, and make employees feel that they are part of the decision-
making process (Mitchell, 2010:1).  In this sub-section emphasis is placed on the managerial 
styles and ways to establish a motivating environment. Such an environment is fostered by a 
manager who is positive and supportive, sets a good example, clarifies expectations, and is 
flexible in the understanding that employees are individuals with varied drives, dreams, and 
personal goals. 
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Motivation thrives under managers and supervisors who create a positive atmosphere in 
which people feel supported, valued and respected. A motivating environment enhances 
employees’ self-esteem. People feel they are more competent, more capable, more 
appreciated and more contributing, as Heathfield (2011:1) argues. Working in an 
environment without motivation is similar to toiling through mud. You can have all the 
meetings and use all the positive slogans you want, but if you allow an employee to be 
harassed or treated disrespectfully, your positive efforts will appear hypocritical. Doing any 
job while pushing through negativity takes more effort than it would take if it were fuelled 
by encouragement, positive language and feedback appreciation, and an overall sense of 
team spirit (Diamond & Diamond, 2010:15). 
 
Motivation is much more than a tool for energizing the demotivated; it puts an added spring 
in anyone’s step. Managers may overlook high-potential performers who are doing more 
with less and doing it well. As essential as it is to help less productive employees become 
better it is equally important to help your most productive employees to continue to thrive 
and feel good about their contributions to your company’s success (Diamond & Diamond, 
2010:1). 
 
Most people fear or feel intimidated by change; even positive change can put people off-
kilter (good working order).  A supervisor whose feathers are easily ruffled by the winds of 
change will only add to the tension. As a manager, supervisor, foreperson, or team leader, 
you feel the winds of change when they blow in from many directions. It’s good for a 
manager and his employees to be flexible and open to new ideas. Many employees miss the 
mark because of misunderstandings or, as they believe, managers expect them “to be mind 
readers”. Be clear about what behaviours are or are not acceptable. Set exact deadlines; clear 
deadlines are relationship savers, face savers and client savers. Use unambiguous language, 
since the simplest words cannot be misinterpreted. Clear communication which incorporates 
asking questions and listening goes beyond giving information (Diamond & Diamond, 
2010:8-10). 
 
A good manager is one who, among other things, helps subordinates feel strong and 
responsible, rewards them properly for good performance, and sees that things are organised 
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to ensure that the subordinates feel they know what they should be doing.  Above all, 
managers should foster among subordinates a strong sense of team spirit, of pride in 
working as part of a team. If a manager creates and encourages this spirit, his or her 
subordinates certainly should perform better (Manville & Ober, 2003:109). Everyone knows 
that good managers motivate with the power of their vision, the passion of their delivery, 
and the compelling logic of their reasoning. Add in the proper incentives, and people will 
enthusiastically march off in the right direction (Manville & Ober, 2003:20).   
 
Managers fall into three motivational groups, as Manville and Ober (2003:104-111) assert. 
The first are referred to as affilliative managers who need to be liked more than they need to 
get things done. The manager with a high need to be liked is precisely the one who wants to 
stay on good terms with everybody and, therefore, is the one most likely to make exceptions 
for particular needs. Their decisions are aimed at increasing their own popularity rather than 
promoting the goals of the institution. Managers motivated by the need to achieve, are called 
the second group and are not worried about  what people think of them. They focus on 
setting goals and reaching them, but they put their own achievement and recognition first. 
Those in the third group are institutional managers, who are interested above all in power. 
Recognising that you get things done inside the institution only if you can influence the 
people around you, they focus on building power through influence rather than through their 
own individual achievement.  People in this third group are the most effective, and their 
direct reports have a greater sense of responsibility, see institutional goals more clearly, and 
exhibit more team spirit. It is obvious that any of the type of managers mentioned above 
may have a profound influence with regard to motivation of employees. Ervin (2010:1), in 
support of the previous statement, states that managers in this group (have a greater sense of 
responsibility, are able to see the institutional goals more clearly and exhibit more solidarity 
and cohesion. 
 
Today’s managers need to invest a significant amount of time in advising, counselling, 
coaching, guiding, training, and listening.  Employees who are helped to perform will feel 
better about themselves, feel more secure, and receive positive feedback from others.  When 
employees are getting what they want from their managers and their institution, they are 
more satisfied and more likely to remain in that motivational environment. Employees want 
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to receive feedback on how they were doing. This desire means that all managers need to 
provide recognition of achievement or even just reports of the progress toward agreed – 
upon goals. Without feedback and recognition, employees will have only a marginal 
commitment to the job. When commitment and recognition levels are low, employees will 
seek recognition elsewhere – perhaps from outside the institution. This lack of feedback 
communication could mean heavier labour-management polarization or employees leaving 
for other employment. To overcome such situations, or perceptions, management may need 
to modify the communications systems to provide stronger feedback in a continual and 
consistent manner (Herman, 1999:48-49). 
 
The person whose need for affiliation is high does not make a good manager. This type of 
person creates low morale because he or she does not understand that other people in the 
office will tend to regard exceptions to the rules as unfair to themselves. Above all, the good 
manager’s power motivation is not oriented to personal enhancement, but towards the 
institution that he or she serves (Manville & Ober, 2003:112). 
 
Managers motivated by personal power are not disciplined enough to be good institution 
builders, and often their subordinates are loyal to them as individuals rather than the 
institution they serve. When a personal power–manager leaves, disorganisation often 
follows. The strong group spirit that the manager has personally inspired deflates. All of the 
managerial types, the institutional type is the most successful in creating an effective work 
climate.  Subordinates feel that they have more responsibility. Also, those kinds of managers 
create high morale because they produce the greatest sense of institutional clarity and team 
spirit. If such a manager leaves, he or she can be more readily replaced by another because 
the employees have been encouraged to be loyal to the institution rather than to a particular 
person (Manville & Ober 2003:115). 
 
The best managers possess two characteristics that act as regulators - a greater emotional 
maturity, where there is little egotism, and a democratic, coaching managerial style. If the 
manager’s institutional power motivation is checked by maturity, it does not lead to an 
aggressive, egotistic expansiveness. That means managers can control their subordinates and 
influence others around them without having to resort to coercion or to an authoritarian 
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management style (Manville & Ober, 2003:125-126). This implies that if the manager 
motivates effectively and efficiently, he will produce highly motivated employees who want 
to come back to work; want to be part of the teams at work; interested in helping and 
supporting others at work and generally exert greater effort in their work; and contributing 
more to the institution (Bagraim et al. 2011:83). Russo (2010:126) argues that, ninety 
percent of employees walk out of the door every day, and maybe if they are treated well, 
given meaningful work, and communicate their values, they will come back the next day, 
eager to contribute even more towards the goals of the institution. By implication, from 
orientation, induction and appointment of employees, care must be taken to ensure that they 
pay attention to the individual development needs of the employee. This will lead to the 
talented employee becoming more valuable at work and contribute positively towards the 
realisation of the goals of the institution.  
 
3.8 CONCLUSION 
 
It has been established that motivation is an extremely important aspect for every successful 
institution.  One needs motivation first, or everything will not work. The research has shown 
that talent management has a direct relationship with employee needs and motivation.  It is 
the duty of the manager to nurture talent so that the institution can be in the position of 
retaining talented employees. Motivation theories that support talent management were 
explained and revealed that though they overlap, their fundamental models differ. 
McClelland advocated for the need for power, achievement and affiliation; Maslow’s 
hierarchy of needs theory dealt with the psychological aspects of motivation while Vroom’s 
theory looked at how employee’s efforts lead to performance and performance leads to 
rewards. Herzberg’s theory was concerned with the actual instruments that can be used as 
incentives and eliminates factors that may cause dissatisfaction at work. Of importance is 
that applying motivation theories is an effective way of identifying effective retention of 
employees.  
 
The next chapter explains the research methodology that will be used in the collection and 
interpretation of data and reaching conclusions.   
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CHAPTER FOUR 
 
RESEARCH DESIGN AND METHODOLOGY 
 
4.1 INTRODUCTION 
 
In the preceding chapter, retention management and motivation of employees in general was 
considered. It has shown that talent management has a direct relationship with employee 
needs and motivation. After critically reading the literature, it is possible to argue that it is 
the duty of a manager to nurture talent so that talented employees can be retained. This 
chapter focusses the research methodology that will be used in the research. The chapter 
deals with the research design, data collection, ethical considerations and processing of data. 
 
As stated in the previous paragraph, the research is about the retention of employees, and the 
research cannot be conducted without clearly defined parameters, but must be underpinned 
by a specific research method that will serve as a guide in the endeavour to cover every 
aspect in the collection of information. Babbie and Mouton (2001:75) assert that the 
research methodology focuses on the research processes and the kind of tools and 
procedures to be used. Further, the focal point is on the individual steps in the research 
process and the most objective procedures to be used.  The selection of the research 
methodology and its application is dependent on the aims and objectives of the research, the 
nature of the phenomenon being studied, and the expectations of the investigator (Babbie & 
Mouton, 2001: xxiv–xxv). The previous contentions imply that the research methodology is 
a way to systematically solve the research problem, the way various steps are adopted by a 
researcher in researching a research problem along with the logic behind them. In the section 
that is to follow, a research design that provides a plan of how the research is outlined is 
given. 
 
4.2 RESEARCH DESIGN 
 
In this section of the research, it is necessary to put a conceptual structure in place within 
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which the research will be conducted, and this is done through the research design. The 
research design according to Bryman (2001:29) is a framework for the collection of data.  
Babbie and Mouton (2001:75) state that the research design focuses on the end product, that 
is, what kind of research is being planned and what kind of results are aimed at. In view of 
the preceding assertions, the researcher will focus on the aim of the research which dictates 
the kind of evidence required to address the research adequately. The research is therefore 
conducted to determine whether there are retention strategies in place to retain employees 
and to determine the reasons why staff members resign at the Central University of 
Technology: Free State. The research will be conducted by applying the descriptive method 
of research. 
 
In defining the descriptive type of research, Fabe (2012:3) contends that the descriptive 
method of research is to gather information about the present existing condition. The 
emphasis is on describing rather than on judging or interpreting.  This method is used to 
describe the nature of a situation as it exists at the time of the research, and to explore the 
causes of a particular phenomenon. The aim of descriptive research is to obtain an accurate 
profile of the people, events or situation. This type of research provides a clear view of the 
nature of the problem being investigated before the data collection procedure is carried out. 
This kind of research is used to obtain first-hand information from the respondent so as to 
formulate rational and sound conclusions and recommendations of the research. In the 
section that follows, methods of data collection are outlined and explained.  
 
4.3 METHODS OF DATA COLLECTION 
 
The research emphasis is on the retention of employees at the Central University of 
Technology: Free State. During the research, both qualitative and quantitative research 
methods will be used and it will be revealed why the two methods are used in this research, 
and how they will contribute in collecting information and analysis of the research results. 
According to McNabb (2008:10) the qualitative research method has a long history of use in 
studies of group behaviour in business and government sectors. Case studies in which data 
were gathered during ethnographic studies are used extensively in public administration, 
non-profit and business management research.  About quantitative research methodology, 
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McNabb (2008:9) contends that positivist researchers hold the view that a quantitative or 
measurement strategy is the best approach to use when studying problems in the public and 
non-profit sectors. In view of the preceding contentions, the two methods are outlined and 
explained in the following section.  
 
4.3.1 Qualitative design 
 
Qualitative strategies or methods involve mainstream social science research methods such 
as ethnography, phenomenology and case studies, and may be interpretive or critical 
designs, as McNabb (2008:13) rightly observes. According to Lowe (2007:14 qualitative 
methods investigates the behaviour as it occurs in a natural setting and there is no 
manipulation of conditions. It is associated with the interpretivist and critical realist 
approach. It produces the field notes, unstructured interviews and observations, and is 
dependent on narrative data.  Mouton (2001:161) views qualitative research as the method 
that describes and evaluates the performance of programmes in their natural settings, 
focusing on the process of implementation rather than on the quantifiable outcomes. 
Qualitative research can also be construed as a research strategy that emphasises words 
rather than quantification in the collection and analysis of data and that it predominantly 
emphasises an inductive approach to the relationship between theory and research in which 
emphasis is placed on the group of theories; and embodies a view of social reality as a 
constantly shifting emergent property of individual creation (Bryman, 2001:20). 
 
Wisker (2011:1) contends that qualitative research is carried out when the researcher wishes 
to understand meanings. It looks at, describes and understands experiences, ideas, beliefs 
and values. The use of the qualitative method is according to Fabe (2012:8) advantageous as 
it is more open to changes and refinement of research ideas as the research progresses, and 
this implies that qualitative data gathering tools are highly flexible. There is no manipulation 
of research setting necessary with this method.   
 
One of the notable strength of qualitative research instruments is that they evoke a more 
realistic feeling of the research setting which cannot be obtained from statistical analysis and 
numerical data utilised through quantitative means (Fabe, 2012:8). In view of the preceding 
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assertions, the researcher will conduct interviews as a data source for analytical study. The 
institutional records, policy statements, and other documents will also be utilised to underpin 
the intended research and search for meaning and understanding. 
 
4.3.2 Quantitative design 
 
Although the quantitative design was initially developed for natural sciences, nowadays it 
plays a major role in the analysis of data in the field of Public Administration. The preceding 
assertion is supported by the manner in which the quantitative design provides the researcher 
with the opportunity to manipulate numbers as well as the control over what the subject will 
experience. McNabb (2008:13) argues that quantitative methods or strategies are statistical 
designs. They may be exploratory, descriptive or casual. As Lowe (2007:13) aptly puts it, 
the quantitative method of research is “associated with positive research approach… 
methods of collecting data tend to produce numerical/statistical information”. It is a type of 
research that involves investigation of a single reality that can be measured by a particular 
instrument (McMillan & Schumacher, 2001:301-331). Fabe (2012:5) concurs with 
McMillan and Schumacher (2001) that quantitative methods centre on the quantification of 
relationships between variables. Measurements, numerical data and statistics are the main 
substance of quantitative instruments. Bryman (2001:20) contends that quantitative research 
entails a deductive approach to the relationship between theory and research in which the 
accent is placed on the testing of theories. It embodies a view of social reality as an external 
objective reality. 
 
The quantitative method is useful as it helps the researcher prevent bias in gathering and 
presenting research data. Fabe (2005:6) is of a view that quantitative data collection 
procedures create epistemological postulations that reality is objective and unitary, which 
can only be realised by means of transcending the individual perspective. In this case, a 
quantitative questionnaire is used in order to present in the form of frequencies, percentages 
and by making use of tables. The locale where the research is conducted as well as the 
participants of the research will be examined in the next section.  It is important that the 
research be limited to a specific place, namely, focusing on specific participants attached to 
the place where the research is conducted.   
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4.4 RESEARCH SETTING AND PARTICIPANTS 
 
Employees of the Central University of Technology: Free State are used as respondents in 
order to gather the relevant information. In this way, a descriptive method is appropriate as 
this can allow the identification of the similarities and differences of the answers of the 
respondents. The employees include academic staff, administration management and 
administration support staff.  For this research, two types of data will be gathered, namely 
the primary and secondary data. The primary data will be based on the answers the 
participants provide during the interviews and respondents will be requested to complete a 
questionnaire using both open-ended and dichotomous questions. Open-ended questions are 
those that ask for unprompted opinions, and have predetermined set of responses.  The 
respondents are free to answer according to their perceptions of things around them.  The 
questions usually consist of a mixture of favourable and unfavourable statements to which 
participants are asked to express their extent of agreement and disagreement (de Vaus, 
1994:252). The open-ended questions, though time consuming when it comes to actual 
analysis of data, have an advantage because the variety of responses will be wider and more 
truly reflect the opinions of respondents. The secondary data will be obtained from the 
published documents and literature that are relevant to the research. 
 
With the use of questionnaire and published literature, this research will employ mixed 
methods approach which advocates the use of both the qualitative and quantitative research 
methods to gather data and information. Wisker (2011:1) states that using qualitative and 
quantitative methods together is a common approach that helps the researcher to 
‘triangulate’, that is, to back up one set of findings from one method of data collection 
supported by one methodology. Triangulation, as Kennedy (2009:1) aptly puts it, is a mixed 
method of research, the act of combining several research methods to study one thing. The 
methods overlapping each other are complementary at times. The researcher has opted for 
the mixed methods as a procedure for the collection of data because the two methods study 
both the numerical and text data collected to address different aspects of the same general 
research problem, and can provide a more complete understanding of the problem 
(Ivankova, Cresswel & Clark, 2007:263). Flowing from the preceding assertions, 
questionnaires and interviews will be administered in the selected population, and from that 
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population, a sample of the population will be selected to represent the population as a 
whole. 
 
4.5 POPULATION AND SAMPLE 
 
Population refers to the complete set of units or the whole group one is interested in and 
from which a sample is usually drawn (Laws 2003:457).  Babbie (2004:116) and Salkind 
(2006:85) share the same views in their definition of population. They both refer to 
population as a group that the researcher wants to draw conclusions or generalise results of 
the research. The target population in this research will therefore comprise current 
employees, namely, academics and support staff, human resources practitioners, directors of 
different schools, and the Campus Registrar because they are conversant with the realities of 
the institution.  From the population a sample will be drawn.    
 
The group that the researcher wishes to research is termed ‘population’ and the group 
involved in a research is the ‘sample’ (Gorard, 2001:10). Sampling is according to Bless and 
Achola (1988:85) a scientific foundation of every day’s practice. It is a technical accounting 
device to rationalise the collection of information, to choose in an appropriate way the 
restricted set of objects, persons, and events from which the actual information is to be 
drawn. The purpose of sampling is to use a representative number of cases to find out about 
a much larger number. It is the representativeness of a sample that allows the researcher to 
make accurate conclusions of the thoughts and behaviour of the larger population. The 
researcher will employ stratified random sampling so that each unit in the population has a 
known chance of being selected (Bryman (2001:85).  
 
Stratified sampling is according to De Vaus (1994:65), a systematic sampling designed to 
produce more representative and more accurate samples. To be representative, the 
proportions of various groups in a sample should be the same as in the population. He goes 
further by stating that to use this method, relevant stratifying variables should be selected 
first. A stratifying variable is a characteristic whereby the researcher ensures correct 
representation in the sample. Having selected the variable the sampling frame is ordered into 
groups according to the category of the stratifying variable and then systematic sampling to 
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select the appropriate proportion of people within each stratum is used.   
 
In this research, the population is 795 employees at the Central University of Technology: 
Free State. The stratification is by means of units or departments, namely Administrative 
Management; Academics; and Administrative Support. The following table illustrates how 
the population has been stratified. 
 
Table 4.1 Population and sample 
 N % N 
 Management  
Academics 
Administrative Support 
301 
419 
  75 
37.86% 
52.70% 
 9.43% 
  98 
137 
 25 
TOTAL 795 100.00% 260 
 
The above table shows that since employees from the same population are grouped, this 
means a specific number from each stratum is selected, thus ensuring a correct proportion 
from each category in the final sample of 260 employees. The next section deals with the 
procedures of data collection.    
 
4.6 DATA COLLECTION 
 
To obtain information the researcher will use two types of data collection techniques that 
include the primary and secondary data. The primary data will be derived from responses 
(interviews and questionnaires) of the employees of the Central University of Technology: 
Free State during the survey process. The secondary data will be obtained from published 
documents and literatures that are relevant to the research questionnaire (Fabe, 2012:5).  
According to McMillan and Schumacher (1993:40) there are six ways to collect data: 
observations, questionnaires, interviews, documents, tests and unobtrusive measures. All 
researchers use a variation of one or more of these depending on the strengths and 
limitations of each other and other considerations. In this research, research instruments 
which will be used to gather information are interviews, questionnaires, field notes, and 
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policy statements.  
 
4.6.1 Interviews 
 
Interview refers to a conversation between two people.  It involves a set of assumptions and 
understanding about the situation which are not normally associated with a casual 
conversation (Wilkinson & Birmingham 2003: 43). According to Bless and Achola 
(1988:106) an interview involves direct personal contact with the participant who is asked to 
answer questions. Those interviewed are free to expand on the topic as they see fit to focus 
on particular aspects, and to relate their own experiences. The structured interview will be 
used. The structured interview as Bryman (2001:107) aptly puts it entails the administration 
of an interview schedule by an interviewer. The aim is for all interviewees to be given 
exactly the same context of questioning. This implies that each respondent receives exactly 
the same interview stimulus as any other. McMillan and Schumacher (1993:42) refer to a 
structured interview as standardised interview. It is an oral in-person administration of a 
standard set of questions that is prepared in advance.  
  
Flowing from the foregoing, the researcher will come face to face with the interviewees so 
that more insight into the meaning and significance of what is happening is gained. In case 
the interviews become too long, the researcher will make use of an audio-recorder so that 
the recorded interviews could easily be transcribed. The researcher has chosen interviews 
because they rely on the fact that people are able to offer accounts of their behaviour and 
actions to those who ask them questions.  
 
Personal interviews were conducted with academic and administrative employees. These 
employees comprised of head of departments, and directors of schools, senior administrative 
staff, Human Resources Director and practitioners, as well as the Campus Registrar at the 
Central University of Technology: Free State. The aim of interviewing this group is to 
understand the basis for the university policies pertaining to both academic and support 
staff, the reasons for the gaps that might exist between the policies and the concerns of the 
employees, what is being done to address the gaps, what are the motivations for the strategic 
plans and what is in place to assist the institution to implement these goals.  The responses 
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to these questions will provide the researcher with a vivid picture as to whether there are 
retention strategies in place or not and if there are, do they correlate with the policies of the 
institution or if there are some deviations in respect of balancing the policies with the 
implementation.     
 
Consent forms were provided to the interviewees mentioned above to indicate that the 
participation is voluntary and that confidentiality and anonymity will be crucial to the 
interviews conducted.  Respondents are free to withdraw from the process at any time. 
 
4.6.2 Questionnaire 
 
The questionnaire is a structured technique for collecting primary data in a survey. It is a 
series of written or verbal questions for which the respondent provides answers as reported 
(QuickMBA, 2010:1). A well designed questionnaire that is used effectively can gather 
information on both the overall performance of the test system as well as the information on 
specific components of the system. McMillan and Schumacher (1993:42) assert that a 
questionnaire encompasses an assortment of instruments in which the subject responds to 
written questions to elicit reactions, beliefs and attitudes.  
 
The researcher chooses a set of appropriate questions and asks the respondents to answer 
them usually in a form that requires the respondents to check their responses. The 
questionnaire comprised of three sections namely sections A, B and C. Section A is about 
the demographic information of the respondents such as gender, population group, age, 
current appointment status, unit/department, academic qualifications, capacity of 
employment, and length of service. Section B focuses on the views of the respondents about 
the employee retention at the Central University of Technology: Free State, and section C is 
about the comments of the respondents regarding the questionnaire.  In the questionnaire, 
there are five choices: 1= strongly disagree, 2= disagree, 3= uncertain, 4= agree, 5= strongly 
agree are provided for every question or statement. The choice will represent the degree of 
agreement each respondent has with regards to the given question. In this research, the 
structured questionnaire will be used to gather data from 260 respondents. 
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The validity of the questionnaire used in the research will be tested, and this is called pilot-
testing. A pilot-testing according to Mbananga, Madale and Becker (2002:39) is a trial 
administration of an instrument to identify flaws. It is important to determine whether 
questions are clear to the respondents and whether they understand what is required from 
them. The researcher will test the validity of the questionnaire with five respondents, who 
are experts and colleagues who are from the intended population but not from the sample.  
The respondents and their answers will not be part of the research process and will only be 
used for testing purposes. They will respond to the questions and thereafter the researcher 
will ask them for any suggestion/s or corrections, the aim being to see if questions are 
unclear or if people have other points they want to make. Further, to identify words or 
phrases that are regarded as difficult, and this will give the respondents the guarantee that 
the use of their time is not going to be wasted in answering the questions.   
 
In so doing, the researcher will be able to make improvements and test the validity of the 
instrument.  The researcher will revisit the questionnaire and amend it on the basis of the 
suggestions of the respondents.  After amending the questionnaires, the researcher will 
personally deliver them to the selected population. The questionnaires will be collected once 
they are completed. That will ensure that there are no costs involved as the location of the 
research is in the Free State region where the researcher resides. The primary data has been 
discussed and in the section that follows secondary sources are explained.  These are field 
notes and policy statements. 
 
4.6.3 Field notes 
 
Field notes refer to various notes recorded by scientists during or after their observation of a 
specific phenomenon they are researching. They are particularly valued in descriptive 
sciences such as ethnography, biology, geology, and archaeology, each of which has a long 
tradition in this area. Anderson (2004:252) defines field notes as descriptive records of the 
research, accounts describing experiences and observations the researcher has made while 
participating in an intense and involved manner. The researcher has included field notes as 
part of the instruments of research so as to record what she observes in an unobtrusive 
manner. 
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4.6.4 Policy statements  
 
Policies are principles, rules, and guidelines formulated or adopted by an institution to reach 
its long term goals. They are designed to influence and determine all major decisions and 
actions, and all activities take place within the limits set by them. Procedures are the specific 
methods used to express policies in action in day-to-day operations of the institution. 
Together, policies and procedures ensure that a point of view held by the governing body of 
an institution is translated into steps that result in an outcome compatible with that view 
(http://www.businessdictionary.com.)  
 
The policies of the institution regarding the retention strategies will be consulted to check 
their relevancy to the current situation. In addition to this, in seeking this sensitive 
information from the institution, the researcher will make sure that the image of the 
institution is not harmed and confidentiality is maintained throughout. 
 
4.7 ETHICAL CONSIDERATIONS 
 
Every research conducted requires honesty and integrity. This is done with the aim of 
looking after the rights of respondents. Bryman (2001:479) states that ethical principles in 
social research revolve around four main areas, namely: harm to participants; lack of 
informed consent; invasion of privacy and; deception. Babbie and Mouton (2001:528) 
concur with Bryman (2001) that the rights and interests of all participants in social research 
are being protected. The preceding contention implies that no participants should be asked 
questions that may be used against them. The researcher made sure that she complied with 
the principles of research ethics in interaction with the research subjects: The following 
formed the core of research ethics: 
 
4.7.1 Privacy, confidentiality and anonymity 
 
Confidentiality in research refers to an agreement as to how information collected in the 
research will be kept secured.  Privacy refers to the research participant’s right to control the 
access of others to information about them  Anonymity refers to the removal of any unique 
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characteristic, for instance, name, address and affiliated institution (Kanuka & Anderson, 
2007:9). The researcher informed participants about all relevant details of the research with 
an opportunity to agree of refuse to participate. They were promised privacy, confidentiality 
and anonymity.  
 
4.7.2 Informed consent 
 
The participants were informed that participation in this research was voluntary and that 
they have a right to participate in the research or withdraw if they feel otherwise. The 
researcher made sure that participants understand the purpose of the questionnaire so that 
they have ample time to accept or reject participation. Consent forms were provided to the 
interviewees to indicate that the participation is voluntary and confidentiality and anonymity 
was the crux on which the interviews were conducted. The participation of individuals must 
be based on their freely given, specific and informed consent. Researchers should respect 
their right to refuse to participate in the research and to change their decision or withdraw 
their informed consent given earlier (UNISA 2007:12).  
 
4.8 DATA PROCESSING AND ANALYSIS 
 
Once the data has been collected, the researcher will begin to process and analyse it to 
determine what has been learned. The method that will be used to analyse the available data 
is descriptive data analysis, and the results will be used to provide the summary of what has 
been gathered. The Statistics Programme Software System, (SPSS computer programme) 
will be used to analyse the data. For qualitative data, the interview summary form which was 
completed after every interview will be analysed and this will reflect the time, place, 
duration, the interviewees as well as the themes of the interviews. The interview summary 
form which helped the researcher to remember all that transpired during the interviews is 
also attached. This form also serves as future reference in terms of the relationship that the 
researcher had with the interviewees, and also provides the researcher with the feedback as 
to whether the interviews were effective and informative.  
 
In analysing the quantitative data, the researcher will check as to whether the questionnaire 
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has been properly constructed and again look for information that seems to be equivocal. 
Having corrected these errors, the researcher has a well-designed questionnaire that provides 
a true reflection of what transpired during data collection. With regards to the completed 
questionnaires from the respondents, the total responses obtained will be tabulated. Once the 
data has been analysed and the findings stated on the basis of qualitative and quantitative 
analyses, these findings as well as the whole procedure leading up to them, will be 
thoroughly and critically reviewed to detect any errors of measurement, unfairness and faults 
which could have distorted the description of the aspect of social reality under review, as 
Bles and Achola (1995:143) rightly observed. 
 
4.9 CONCLUSION 
 
From the foregoing, it has been stated that the research use a descriptive method of research 
to gather information, and the importance of this research method was based on describing 
rather than on judging. The qualitative and quantitative designs were described as methods 
that will be used to collect data. Using both qualitative and quantitative methods of research, 
the information collected was drawn from both the primary and secondary sources. The 
primary sources comprised interviews and questionnaires whilst secondary sources were 
based on institutional documents and library sources. For the research instruments to be used 
successfully, the validity and reliability of research instruments will be undertaken. The 
population of the research was mentioned as the Central University of Technology: Free 
State and the sample that was used allowed the researcher to make accurate estimates of the 
behaviour of the larger population as was mentioned and explained. As the research involves 
sensitive information about the institution and participants, confidentiality was guaranteed. 
The research mentioned the manner in which data will be collected, processed, and 
analysed, and the descriptive data analysis was seen as an ideal method of analysing data.  
 
The next chapter focuses on the analysis and interpretation of the research. 
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CHAPTER FIVE 
 
ANALYSIS AND INTERPRETATION 
 
5.1 INTRODUCTION 
 
The previous chapter outlined the research methodology that was used during the data 
collection stage. A descriptive method of research was used to gather information. The 
primary and secondary sources were used to collect information. Interviews and 
questionnaires were used as primary sources. Secondary sources included literature from 
published books, articles and official documents. This research employed stratified random 
sampling to ensure that each unit in the population has a known chance of being selected. 
 
As mentioned in Chapter One, (1.1) the aim of this research is to investigate the retention of 
employees at the Central University of Technology: Free State. The researcher intends to 
investigate as to whether there are retention strategies in place or have not been utilised to 
their potential to prevent employees from leaving the institution. Therefore, Chapter Five is 
the cog on which the entire research is based. It provides an empirical analysis and 
interpretation of the results.   
 
One hundred and thirty nine (139) questionnaires were distributed and only hundred (100) 
were received. The five-point Likert rating scale was used to evaluate the respondent’s 
responses in the questionnaire.  The respondents were asked to indicate the extent to which 
they agree or disagree with the statements 1= “Strongly disagree”; 2= “Disagree”; 3= 
“Uncertain”; 4=“Agree” and 5= “Strongly agree”.  The negative responses of “strongly 
disagree” and “disagree” were grouped together and the same was done with the positive 
responses of “strongly agree” and “agree”. The “uncertain” statement remained the same.   
 
This chapter focuses on the analysis and interpretation of data gathered for this research. 
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5.2 RESEACH ANALYSIS AND INTERPRETATION OF INFORMATION 
 
In the section that follows, the research provides a demographic outline of the respondents.  
In this section, the respondents were requested to provide information regarding their 
gender, population group, age, current appointment status, departments in which they were 
employed, age, highest qualification, capacity of employment and years of service.  The 
main section, that is, 5.3 reflects the interpretation of retention strategies as related to the 
responses of the respondents.  
 
5.2.1  Biographical information  
 
This section deals with information gathered from the questionnaire.  Section A of the 
questionnaire requested respondents to provide their demographic details.  
 
The purpose of this profile is to elucidate the range of gender parity of the workforce at the 
Central University of Technology: Free State. Figure 5.1 reveals the gender composition of 
the respondents who participated in the research. 
 
         Figure 5.1 shows that 57% of the respondents are male, while 43% are females.  This 
compares favourably with the Economically Active Population (EAP) of South Africa which 
reveals the following figures: males are estimated at 54.6% and females at 45.4% (South 
Africa: 2012). It is obvious that the difference is not too vast and this is an indication that the 
university is on the right path in respect of its gender policy, and is still striving to achieve 
its targets. 
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Figure 5.1: Gender Composition 
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Figure 5.2 illustrates that the majority of employees are Africans, 64% followed by white 
with 31%. The Asian and coloureds comprise 2% and 3% respectively. The figure illustrates 
a sense of imbalance when it comes to population representation at the Central University of 
Technology: Free State. The workforce population profile of the national Economically 
Active Population by race and gender reveals the following statistics: Africans – 74.1%; 
coloureds – 11.1%; Indians – 2.9% and white – 11.9% (Republic of South Africa: 2012:7). 
The Free State Province population statistics is outlined as follows: Africans – 84%; 
coloureds – 3%; Indians – 0.11%; white – 12%; and others – 0.43% as illustrated by the 
Labour Market Demographics (Republic of South Africa 2013:1). Both national and 
provincial statistics reflect similar percentages of the South African population. Therefore, 
when a comparison is made with the national and provincial statistics regarding the 
workforce population, the University of Technology: Free State seems to be in line with the 
current trends, but the fact of the matter is that, diversity seems to be lacking, and cultural 
integration, as Sharma (2010) puts it, “is an important feature of institutional philosophy in 
modern times.  It makes sense to have a workforce with different nationalities as combined 
synergies and talent at various levels increases competence”. It is for this reason that the 
institution should attract more Coloureds and Asians with skills to provide strategies that 
will make it possible for the institution to provide services of good quality to the clients.         
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Figure 5.2: Population group 
 
 
 
 
Figure 5.3 below demonstrates that four generations of employees work alongside each 
other at Central University of Technology: Free State. Because of generational differences, 
it is obvious that generation clashes would be common. The majority of the respondents are 
in the age group of 40 and 49 years (Generation X). This group contributes 35% of the 
workforce, confirming that the workforce is heavily concentrated in the middle aged group 
of respondents.  It implies that this group constitutes the crucial component on which the 
institution is relying for competency and expected performance. 37% is younger than 40 
years (Generation Y) and this group is still on the learning curve, but if they remain with the 
institution for longer periods they will transfer the culture of the institution effectively to the 
next generation.  About 28% is older than 50 years (Baby Boomers) and these are seasoned 
academics that are the cornerstone of the institution’s culture (assumptions, values, beliefs 
and standards) concerning the work. The institution is gaining the benefits of this group’s 
superior knowledge and expertise, and at the same time, needs to attract younger employees 
into the workforce, bringing with them new ideas and renewed competencies.  At the age of 
50 to 60 years employees either take early retirement or they resign.  These are critical years 
in any institution.  These senior academics can transfer their knowledge to younger 
employees by mentoring and coaching them (Lancaster & Stillman, 2011).  
 
 
 
  
77 
 
 
Figure 5.3: Age of respondents  
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Figure 5.4 illustrates that 69% of the respondents are permanent employees and 31% are 
temporary employed. The contract employees are only there for a specific period; hence 
they are regarded as temporary. As can be seen from the figures below, more than half of the 
workforce is permanent and therefore have the specialised skills that contribute to the 
delivery of services that are of good quality to the students and community. These temporary 
employees who constitute only 31% are there to provide skills and to minimise the workload 
of permanent employees. It is understandable that temporary employees should be employed 
so as to cater for workloads that are only there for a specific period and which the permanent 
employees cannot attend due to the allocation of work they have.   
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Figure 5.4:  Appointment status of respondents  
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The core business of the institution is teaching and learning, community engagement and 
research. Figure 5.5 below shows that 58% of the respondents are academics while 42% are 
support staff. The high response rate from the academics is because the core business of the 
institution is teaching and learning, research and community engagement.  Research is part 
of the academics’ key performance areas and the main function of the academic division is 
to increase research output in Science, Engineering and Technology, and to increase 
postgraduate throughput. 
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Figure 5.5: Units of service 
 
 
 
Figure 5.6 shows an overwhelming majority of the respondents, 26% having honours degree 
followed by 25% who have diplomas/degrees. These employees are younger than 40 years of 
age. Though these results show that the employees in the two categories are educated and 
experienced, this does not augur well for this institution. The last two categories, namely 
Masters – age group 40 – 49 years and doctoral degrees – age group + 50 years need to be 
strengthened because that is where the custody of knowledge, research and innovation is 
found. The institution needs to consider implementing strategies that will increase the number 
of staff members with masters and doctoral degrees. Academics require high academic 
qualifications, and therefore, the institution should develop growth from within. Interviews 
were conducted with the staff including the managers and supervisors to find out what the 
institution is doing to improve the qualifications of staff members with lower qualifications, 
and the majority of respondents stated that funding is available to improve the qualifications 
of employees, though other respondents were not aware of the benefit. Subordinate 5, (2013: 
Interview) confirmed that there are training and study programmes available but it depends on 
an individual employee to use the benefits.  If one does not study, nothing happens.    
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Figure 5.6: Academic qualifications of respondents 
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Figure 5.7 indicates an overwhelming majority of respondents 57% are from the academic 
departments, and 42% from support staff.  1% did not respond to the question, hence the 
discrepancy in Figures 5.5 and 5.7. Seemingly, each unit from the support staff has different 
and unique technical expertise, and a specific number of employees are needed to perform 
tasks in the departments concerned. As an academic institution, it is not surprising that the 
majority of employees are academics. These employees need to participate in teaching and 
learning, research and community engagement.  
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Figure 5.7: Capacity of employment 
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Figure 5.8 illustrates that a staggering majority of respondents 54% has between 0–5 years 
of service in the institution. A major concern is that, after 5 years employees start to resign 
and this assertion is confirmed by the interviews with subordinates who (the majority) 
insisted that they do not want to see themselves as part of the Central University of 
Technology: Free State in the next five years.  Subordinate 1, (2013 Interview) confirmed 
the previous statement that there are no promotion opportunities at the Central University of 
Technology: Free State, and therefore do not want to remain stuck in one position and want 
to look for work elsewhere. This is underscored by Delcampo, Haggerty, Harvey and 
Knippel (2011:62-63) who claim that more than one-third of the recruits leave their 
institutions within three years. Subordinate 3, (2013: Interview) also echoed the same views 
of Subordinate 1 that due to the lack of promotion and unsupportive working conditions, he 
wants to leave the institution. From 16 to 20 years only 13% of employees are retained. 
From 20 years and above, there is only 5%, and this figure represents employees who will 
be retiring in the next few years. This group will be leaving the institution with a lot of 
experience, knowledge and institutional capital which would have to be replaced at great 
cost. The University needs to revise its retention policy to ensure that it retains its 
institutional capital, and that knowledge is institutionalised in its systems. The institution 
plan should place emphasises on employees’ satisfaction in terms of adequate benefits, 
pleasant working environment, culture of reward and opportunities for growth, but when all 
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these are expected to be implemented, those in charge who need to implement them, use 
different management styles, hence in some departments the employee satisfaction is there 
and in others, it is absent. Before the Baby Boomers leave the institution, their knowledge 
should be transferred to Generation X and Y (Lancaster and Stillman, 2011).  
 
Figure 5.8: Employment service  
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From the foregoing, the following were realised: the gender of the respondents reveal that 
the majority of the workforce is male. With females constituting 43%, motivational factors 
need to be designed to suite these individuals to achieve employment equity targets. 
Regarding the population group, the institution is doing well as the workforce is 
representative of the national and provincial demographics. The workforce is heavily 
concentrated in the middle aged group and this clearly shows stability in the short and 
medium term. However, in the long term, it would result in mass retirements. Therefore, the 
institution should address different retention strategies for diverse ages to keep employees in 
the institution for longer periods. Regarding appointment status, the majority of respondents 
are employed on a permanent basis and this could be attributed to career paths being 
available in the academic units. As the core business of the institution is based on academic 
activities, the institution needs to increase the number of academics with masters and 
doctoral qualifications to enhance the skills that will support the delivery of good services to 
the students and the community. The institution should invest in its younger academics 
because South Africa has a shortage of academics with PhD and Masters Degrees. The 
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respondents experience or service in the institution is heavily concentrated in 0 –5 years and 
younger academics should be motivated so that they are retained by the institution. The 
other categories 6 – 20 years of service need different strategies to motivate and retain them 
than the younger inexperienced employees.  
 
5.3  RETENTION STRATEGIES     
 
In section 5.1 of this chapter it was stated that a five-point Likert scale was used to evaluate 
the respondent’s responses. In the section that follows, the analysis and interpretation of 
retention strategies is related directly to how employees of the Central University of 
Technology: Free State, feel about the current retention strategies within the institution. The 
analysis and interpretation are vividly delineated in Section B of the questionnaire.    
 
5.3.1  Respondents views of retention strategies   
  
In this section, respondents were asked to indicate as to what extent they agree with a certain 
statement relating to work relationships.  
 
Figure 5.9 indicate that 76% of the respondents feel that they have a good relationship with 
their supervisors while 12% disagree. Another 12% is uncertain. These responses are 
supported by Bagraim, et al. (2011:86) who refer to Maslow’s social needs which include 
needs for affection, friendship acceptance and sense of belonging. Once social needs are 
satisfied, employees feel motivated and can even go an extra mile to perform to the best of 
their ability. 
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Figure 5.9: Relationship with supervisors  
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Figure 5.10 below shows that the majority of respondents 60% are aware of the incentives 
available for good performance, and 14% disagrees. The majority responses indicate that 
they are aware that if they perform well, they will be rewarded. For example, Manager 4, 
(2012: Interview) confirmed that the institution has an advance Performance Management 
System that is not fully implemented at this stage. The institution is at the beginning stage of 
the Performance Management System. It’s a step in the right direction that if the employees 
perform well there is an extra notch or bonus for them depending on what the case may be. 
But also informally, if employees go for a long weekend, it is for the supervisor, a manager 
or a director to reward the employees for the performance on work well done at all times, 
and the reward is in the form of knocking off earlier. This previous statement refers to 
extrinsic rewards which increases productivity. They have a perception that they will 
actually get what they desire as promised by the manager. This is supported by Vroom’s 
expectancy theory which states that motivation is affected by an individual’s expectations 
that a certain level of effort will produce the intended performance goal. Employees with 
these expectations in mind perform better, and there are more chances that they will get 
more remuneration (Bagraim et al. (2011:103). The increase efforts as Bagraim et al. 
(2011:103) contend have direct positive effects on performance.  26% are not aware of the 
incentives. This might be due to the fact that the institution has a high percentage 54% of 
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new employees (see Figure 5.8). 
 
Figure 5:10: Performance management system 
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Figure 5.11 illustrates an overwhelming majority of respondents 62% disagree that they 
have benefited from the performance management system. This has not been fully 
implemented, and this implies that negative effects on performance and the reduced amount 
of efforts results in a reduction in performance which may in the long run affect the image of 
the institution (Shahid, 2012:7; Quick & Nelson, 2009:169; Bagraim et al. 2011:103). Only 
11% of the respondents acknowledge that they have benefited. This might imply that those 
employees benefiting from performance management system are from the academic unit as 
the system started with the academics in 2011. With the support staff employees, no such 
system is available. It may hold true that there is 27% that is uncertain about the rewards 
system and not every employee participates in the PMS. The previous statement is supported 
as follows: Manager 5, (2012: Interview) confirms: ‘I am not in favour of formal 
performance management tools. My view is that, a performance management tool can 
become a burden and have the exact opposite effect than intended, i.e. people work to 
comply with the performance tool instead of working from intrinsic motivation and the love 
of what they are doing’. Manager 6, (2012: Interview) contends that he fully agrees with the 
idea of extrinsic reward for performances, but at the same time, the fact “that the university 
has done away with the normal notch increases, was the worst thing they ever thought of, 
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and was the most unfair action they have taken eight years ago. And even now the 
performance management system has still not properly been implemented. So what 
happened during the last eight years is that people got inflation related increases but they 
didn’t get notch increases. That was the university’s biggest breakdown in terms of staff 
morale”. 
 
Subordinate 5, (2013: Interview) asserted that there are no bonuses linked to performance 
and the new system (PMS) has not yet been implemented. Managers and supervisors are 
requested to nominate employees whom they think have performed well during the year. 
Subordinate 6, (2013: Interview) argued that there is no tool available that measures 
performance for support staff. 
 
Figure 5:11: Reward system  
 
 
Figure 5.12 depicts that 46% of the respondents feel that the working conditions are not 
comfortable, and this leads to half of the workforce feeling frustrated. The working 
conditions namely, pay, benefits, growth and hostile environment, as viewed by the 
respondents, are not conducive for working; as a result, it leads to more dissatisfaction 
which affects performance and productivity. It is therefore the management’s responsibility 
to provide the infrastructure that will reflect a friendly and supportive environment which in 
the end will contribute and encourage high performance. Hertzberg’s hygiene factor is an 
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example of this statement. Quick and Nelson (2009:160) when applying the Hertzberg 
model intimate that work conditions related to dissatisfaction caused by discomfort or pain 
is called hygiene factors. Herzberg, (1959:1) supports the preceding statement that hygiene 
factors do not have any motivational value when present, but have de-motivational value 
when not present. Manager 4, (2012: Interview) confirmed that at the Central University of 
Technology: Free State in general, employees are too formal.  Some people are afraid to 
attend meetings because they fear being harassed, for example in Senate meetings. 
Sometimes when you enter the meeting hall you find that there is no conversation among the 
attendants. People are afraid to ask questions because they think that they might be harassed. 
People become too tense to participate. Management needs to create an environment where 
people will feel free to resolve, discuss and debate matters. Subordinate 2, (2012: Interview) 
confirmed that the working environment is not supportive and cited harassment and 
intimidation as reasons for a negative environment. Subordinate 3, (2013: Interview) stated 
that low salaries, no movement of staff through promotion and low morale as being factors 
that activate a negative environment.  
 
Figure 5.12:   Stimulating working conditions 
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Figure 5.13 indicates that 17%, which is constituted by age group 40 – 49 years, agree that 
performance bonuses influence their performance, whilst the majority of respondents, 55%, 
provided a negative response to this statement. However, 28% are uncertain that extrinsic 
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factors do not influence their performance. Subordinates 1, and 2, (2012: interviews) 
corroborated the difference in responses as follows: Subordinate 1, (2012) stated that the 
individual’s contribution is not recognised because even if one can volunteer to work 
overtime, no reward is given and the state of affairs remains the same as if nothing has 
happened. Subordinate 2, (2013) positively stated that their contributions are always 
rewarded through time-off or pat on the shoulder. Flowing from the preceding statements it 
is obvious that different styles of management in different units are the cause of different 
viewpoints of subordinates. In addition to this, performance is not a guarantee for 
promotion. A performance bonus is part of extrinsic motivation. Ryan and Deci (2000:60) 
contend that extrinsic motivation is a construct that pertains whenever an activity is done in 
order to attain some separable outcome. Therefore, with the extrinsic factors available, but 
not influencing performance, employees’ motivation will be greatly affected as well as those 
around them. They will care less about the institution’s image and finally quit the work or 
get them fired. It is therefore the responsibility of management to put in place some 
measures of making some incentives a motivating factor that will influence performance. 
The performance bonus was introduced in the financial year 2011, but has not been 
implemented fully; hence the majority provided a negative response to the statement. 
Furthermore, some managers felt that the performance management system tool can be a 
burden and have the opposite effects than intended  where employees work to comply with 
the performance tool instead of working from intrinsic motivation and the love of what they 
are doing (Manager 1, 2012: interview).   
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Figure 5.13: Performance bonuses  
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Figure 5.14 indicate that a vast majority of the respondents 53% reacted positively towards 
the statement that their ideas and contributions are valued at their workplace.  This might 
imply that managers encourage a culture of participation, openness and communication.  
Employees participate in institution’s decision-making processes such as the Research 
Committees; Institutional Forum; Community Service Committees and other committees that 
benefit the institution. The previous statement is confirmed by both Managers and 
Subordinates.  Manager 4, (2012: Interview) commented that he believes in participation 
practices. If there is a problem or something that arises from a certain situation, he asks 
subordinates what would they do to solve the problem, to make a person happy or what 
would they do to calm the situation.  He becomes motivated as the experienced supervisor 
gives them the opportunity to think because they will also be supervisors in future and they 
shall have learnt from the past experiences’.  
Subordinate 3, (2013: Interview) supported the views of Manager 4, (2012) above that they 
feel that their inputs are accepted on matters that pertain to the wellbeing of the department. 
This refers to Adams equity theory which proposes that employees should have a voice or a 
say when certain decisions affecting them are taken (Kreitner & Kinicki, 1998:228). The 
previous statement is echoed by Manville and Ober (2003:2), who argue that, solutions 
should be pulled out of employees who should play an active role in the decision-making 
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processes of the institution because the institution’s policies affect their work life. Though 
34% responded negatively, with a further 13% uncertain, this could be attributed to the fact 
that units or departments are not managed in the same way, hence the differences.  If 
employees are encouraged to participate in the decision making processes in their units, they 
will have a sense of belonging (Bagraim et al. 2011:86), and stay longer at a specific 
institution. If their contribution is not valued they might decide to leave the institution. 
Figure 5:14: Contribution to the institution   
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Figure 5.15 indicates that the majority of respondents 62% confirm that training and 
development programmes are available for them, with 19% disagreeing, and 19% being 
uncertain. The responses are corroborated by the interviews conducted with managers and 
subordinates agreeing that there are some training and development programmes available 
for employees. Although the majority of the managers responded positively about the 
availability of training, Manager 7, (2012: Interview) contended that some training problems 
are effective and others not. At Central University of Technology: Free State, training and 
development as a basis to retain employees needs to be developed more actively. 
Manager 1, (2012: Interview) stated that frequently, within budget limitations, he 
encourages and allows people to attend workshops, seminars and conferences which 
empower them to deliver improved service delivery. Manager 2, (2012: Interview) confirms 
Manager 1’s views that there are personal development plans in conjunction with the Central 
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University of Technology: Free State policy on staff development. This is helped by 
adherence to a tight and controlled development plan. Manager 5, (2012: Interview) 
concluded the evidence by stating that due to technology that is always changing the Central 
University of Technology: Free State have individualised training plans for the employees 
and give them a sense of career growth within the institution such as broadening the range of 
skills where hands-on training is part of the daily instructional process. In order to ensure 
that the employee’s needs are met, policies will need to focus on matching training with the 
skills employees require. In support of the managers’ positive responses, the subordinates 
have this to say: Subordinate 1, (2013: Interview) stated that there are some opportunities to 
attend training though sometimes limited. Subordinate 2, (2013: Interview) confirmed that 
there are training programmes, but are not the way they should be, and Subordinate 3, 
(2012: Interview) argued that training is available for all employees, but what is needed is 
for the institution to make training compulsory especially for qualifications that are linked to 
the individual employee’s job description.  This is a reflection of the Maslow’s self-
actualisation need that refers to the desire for the personal growth that extends beyond self-
interests (Bagraim et al. 2011:86). 
 
However, only 19% is uncertain. With the training and development, the institution 
empowers employees to equip themselves with the skills that are congruent with the 
changing needs of the higher education environment, and in this way, talented employees 
will remain with the institution. The onus is on the employees to use these opportunities, to 
take advantage of developing themselves with the view to maximising their performance in 
line with the university policies. Young academics therefore have opportunities of 
improving their educational qualifications. According to the positive responses regarding the 
availability of training programmes, young academics that make use of this opportunity are 
37%, meaning that they are being continuously absorbed into the system. 
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Figure 5:15: Training and development programmes  
 
9% 10%
19%
55%
7%
0%
10%
20%
30%
40%
50%
60%
Strongly
disagree
Disagree Uncertain Agree Strongly
agree
Figure 5.15
 
 
Figure 5.16 show that the majority 56% of the respondents agree that they have attended 
training programmes. The preceding statement implies that more than half of the 
respondents feel that external short courses such as workshops and seminars which are 
aimed at reskilling and equipping individual employees who are interested in such courses 
are available. With 13% Matriculants and 4% with certificates as shown in figure 5.6, it is 
implicit that these people feel that they have the potential to study further so that they can be 
equipped with the skills of performing challenging assignments at their respective 
departments. With the 24% disagreeing and a further 20% uncertain, it is assumed that these 
employees may not be familiar with the institution’s policy of training and development or 
assume that training will not change their status. The previous statement is corroborated by 
managers and employees (subordinates) who were interviewed, and their responses on 
training programmes reveal that employees are encouraged to attend seminars and 
programmes offered by the institution to improve their skills. Manager 3, (2012: Interview) 
confirmed the preceding statement by stating that career goals are important because they 
act as a destination for one’s career. Employees are encouraged to register for any related 
courses available to their specific jobs. By clearly defining what they want to achieve in 
their career, they will know where they have to focus their efforts on. Manager 6, (2012: 
Interview) supported Manager 3, (2012) by stating that it is incumbent on the supervisor to 
play a facilitator role to the employees to enable them to develop professionally. It is also 
important to give them the opportunities to attend conferences and training sessions.  It is 
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important that they are being developed professionally when they get along because the 
moment somebody feels left out then he feels not valued. They should be involved and feel 
that they are involved and valued. Subordinate 1, (2012: Interview) corroborated the views 
of the Managers 3, and 6 by maintaining that there are training programmes available but it 
depends on an individual employee to use the benefits. If one does not study or attend 
training, nothing happens. Subordinate 3, (2012: Interview) agreed that there is training to 
improve performance, but feels that if it was compulsory for every employee to study 
further, the institution would be having employees who are highly qualified, and who would 
also provide services of good quality to the students and communities. Therefore, those who 
are disagreeing and uncertain, may be ignorant about the existence of this benefit, or may 
have missed this opportunity during the orientation stage or are not be interested in 
developing or empowering themselves.   
   
Figure 5:16:  Training programmes for performance improvement 
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Figure 5.17 shows that the majority of the respondents 48% replied positively that they often 
attend training, whereas the 29% disagreeing and 23% are uncertain.  The view that training 
programmes improve performance of employees is similar to Figure 5.16 in that both 
statements put more emphasis on training with a view to enhance performance. The previous 
information is confirmed by the responses of the managers and subordinates where they 
agreed that there are training programmes available for all employees. Manager 1, (2012: 
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Interview) confirmed the previous statement by stating that employees are given the year 
programme regarding workshops, seminars and conferences, and are informed to apply 
timeously so that funding can be made available. Subordinate 3, (2013: Interview) revealed 
that seminars and developmental courses for administrative employees are also available and 
academics are motivated to study with the Central University of Technology: Free State and 
the University of the Free State only. This might imply that 48% took advantage of the 
opportunity presented to them.  A culture of development according to Russo (2010:10) 
inculcates and socialises employees within a genuine commitment to the institution. The 
development, as Herman (1999: 54) asserts, is not about promotion, but about growth and 
acquisition of new skills within the institution. The previous statement is in line with 
McClelland’s theory of need for achievement, and it proposes that one should have the 
desire to accomplish something difficult to overcome obstacles and attain high standards 
(Kreitner & Kinicki, 1998:197).  
 
Figure 5.17: Training programmes at Central University of Technology: Free State  
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Figure 5.18 specifies that 42% of the respondents acknowledged that opportunities are there 
for personal growth, with 32% disagreeing, and 26% uncertain.  The view that there are 
opportunities for growth at the Central University of Technology: Free State is linked to 
Herzberg’s two factor theory that states that employees should be given more responsibility, 
personal achievement, growth and advancement to be more motivated and perform 
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according to the standards set out by the institution (Kreitner & Kinicki, 1998: 201). The 
overall picture is that career paths have been integrated into the institution’s talent 
management strategy to retain valued employees, (Carter, et al. 2009: 80). The 32% 
disagreeing and 26% uncertain may be attributed to the fact that different units are managed 
by different managers who use different styles of leadership, and this may be a contributing 
factor to this state of affairs. The employee growth and development at the Central 
University of Technology: Free State is corroborated by Manager 2, (2012:  Interview) that 
there are personal development plans in conjunction with the Central University of 
Technology: Free State policy on staff development. This is helped by adherence to a tight 
and controlled development plan. Manager 6, (2012: Interview) explained that it is 
important that employees are developed professionally. Employees are required to improve 
their qualifications. This implies that employees, who were properly orientated, know about 
training available for them, and those who did not receive any form of orientation, do not 
know about what is available in terms of growth.  From the interviews, it is clear that the 
institution does not make it compulsory for employees to study, but it depends on an 
individual employee (Subordinate 3, 2013: Interview). If the institution encouraged 
employees to improve their qualifications then, Figure 5.6 would be reflecting high 
academic qualifications in the category of master and doctoral degrees.  
 
Figure 5.18: Opportunities for growth and development at the Central University of   
Technology: Free State  
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Figure 5.19 shows the majority of respondents 43% are uncertain about the policies and 
procedure of the institution, and 34%, have reacted negatively, with 23% agreeing that 
institutional policies are important as linked to performance. By implication, many 
employees are not exposed to the policies of the institution, and they perform their duties 
without being guided by the policies and this may have far reaching implications when 
audits are conducted.  It is vividly clear that employees are not properly orientated about the 
policies of the institution. The matter pertaining to policies and procedures are supported by 
the responses of managers that some of them conduct orientation whereas others do not. 
Manager 4, (2012: Interview) confirmed that they conduct orientation workshops at the 
beginning of the year. Normally in February every year the Human Resources invite newly 
appointed employees, academic staff to be precise where they orientate them in the field of 
teaching and practices, to tell them where they can forward their complaints to, or who can 
answer their questions and queries about what they are not sure of. Newly appointed 
employees are given specific contact names of relevant staff members they can consult. 
Human Resource personnel as well, provide general orientation of newly appointed 
employees to further elaborate about the future opportunities.  
 
It is therefore imperative to provide orientation and training from time to time to enlighten 
employees about the policies and procedures. It is also imperative for the institution to be 
more vocal in amending policies that make it possible for employees to focus on their 
performance. If the situation remains unchanged, then this could lead to unproductive 
performance and ineffective work delivery. If employees are unfamiliar with the university 
policies, they might perform their duties haphazardly as they lack direction and purpose for 
specific duties. The state of affairs could lead to major frustration resulting in employees 
terminating their service with the University.  
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Figure 5.19: Importance of institutional policies and procedures as linked to 
performance  
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In Figure 5.20, the vast majority 51% of employees stated that they are not given the latitude 
to implement changes in their departments. Figure 5.14 is more or less the same as Figure 
5.20 but the difference between these statements is that Figure 5.14 relates to the institution 
as a whole, while Figure 5.20 refers to the unit/department. Looking at Figure 5.20, it is 
evident that there might be autocratic management style where employees are not given a 
leeway to express their ability in terms of strategies and skills to build their units. 
Employees are not empowered to bring change in the departments.  The 32% that agree 
implies that different leadership styles are being applied at the University. This Figure has 
the same meaning as Figure 5.22, but respondents have answered differently to both 
statements. To reconcile the two figures, in the interviews conducted for both managers and 
subordinates, almost every manager stated that subordinates are assigned responsibilities to 
make departments effective and efficient as well as encouraging new ideas. Manager 6, 
(2012: Interview) corroborated the previous statement by stating that employees are given 
the latitude to make changes in the units, changes that may contribute to the well-being of 
the institution. “First issue to be really aware of is their particular skills, if you are not aware 
of their skills you will not know what you are using them for.  It is therefore, very important 
that through daily interaction with the staff one can be able to ascertain their special 
abilities.  It is important to utilise people in terms of their particular skills and psychological 
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strengths. This means that employees are empowered to make changes in the department”. 
Subordinate 3, (2013: Interview) stated that they are not given the latitude to make changes 
in their departments and that their abilities are limited to a certain extent and not beyond 
their area of operation. Subordinate 5, (2013: Interview) indicated that managers are afraid 
to give employees the chance to bring changes in the departments. It is therefore worthwhile 
to conclude that the style of managers have a profound effect on the running of different 
units. It is imperative for the institution to create a work environment in which employees 
can express their ideas in terms of current changes that may affect the institution positively 
(Glanz, 2002:50). 
 
Figure 5.20:  Implementation of changes in department 
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Figure 5.21 shows the majority of employees 42%, responding negatively to the statement 
that the institution optimally utilises their ability and competence as against 39% which 
responded positively, with further 19% uncertain. Manager 3, (2012: Interview) indicated 
that employees are utilised to their full potential, and they are supported by training and 
development programmes to reskill them in the area that they lack, and even provide 
sabbatical leave and research opportunities. The negative responses of 42% are not in line 
with the democratic style of leadership where employees are expected to be given free rein 
to showcase their talents.  It is evident that the responses are not attributed to Herzberg’s two 
factor theories that stipulate that managers should eliminate factors that lead to job 
dissatisfaction and emphasise those factors that are associated with job enrichment, 
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opportunities for growth, recognition and responsibility (Bagraim et al. 2011: 95). On the 
one hand, the manager who was interviewed highlighted the view that many responsibilities 
are delegated to the subordinates  in the areas of their strengths and weaknesses (Manager 5, 
2012: Interview), and on the other hand, subordinates interviewed stated that employees’ 
abilities are limited to a certain extent and not beyond their area of operation and that 
employees are not empowered to engage in vertical loading where they are given more 
responsibilities which help them to grow (Subordinate 3, 2013: Interview). It is therefore 
assumed that the institution provides employees with opportunities to showcase their 
abilities and competences and managers and supervisors support this in theory but not in 
practice.     
 
Figure 5.21: Utilisation of ability and competences  
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Figure 5.22 shows that an overwhelming majority 86% of employees agree with the 
statement that demonstrates that work talents play a major role in contributing to the 
effectiveness of the departments.  4% of the respondents disagree, with 10% uncertain.  The 
interviews for both the managers and subordinates showed that the majority of interviewees’ 
performances contribute to the effectiveness of the department and the institution at large 
whereas others felt that performance does not contribute to the   effectiveness of the 
department. Manger 3, (2012: Interview) confirmed the preceding statement that employees 
are utilised to their full potential, and are given an opportunity to come up with ideas as to 
how the department can be organised, and good ideas are implemented. The managing of the 
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department should not be solely confined to the manager, but subordinates are also part of 
the unit/department, and their contributions are indispensable. Subordinate 4, (2013: 
Interview) corroborated Manager 3’s views that their contributions are always recognised 
and rewarded through time-offs or a pat on the shoulder. This type of gesture lifts the morale 
of the employees and contributes to the effectiveness of the institution. The success and 
effectiveness of the workplace are dependent on the flow of information, the transmission of 
culture and the development of mutual understanding and trust among the employees, as 
Danis, Lee, and Karadkar (2003:745) rightly observe.  
 
Figure 5.22: Positive contributions to the unit/department 
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Figure 5.23 indicates that 60% of the respondents feel positive about staff members being 
encouraged to attend training, and 21% disagree, with 19% uncertain. The positive response 
of the majority is corroborated by Figures 5.15; 5.16 and 5.17, above and Manager 3, (2012: 
Interview) also confirmed that career goals are important because they act as a vehicle for 
employees careers. They are encouraged to register for any related courses available for 
their specific jobs. By clearly defining what they want to achieve in their career, they will 
know where they have to focus their efforts on. Subordinate 1, (2013: Interview) confirmed 
this by stating that there are some opportunities to attend training though sometimes limited. 
The results relate to Vroom’s expectancy theory which advocates for employees personality, 
skills experience and abilities. Management should discover what resources, training or 
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supervision employees need (Kreitner & Kinicki, 1998:229). The preceding contention 
implies that it is through training and development that employees will perform to the best 
of their ability and coordinate their performance in accordance with the institution’s mission 
and vision.  The institution is on the right track to facilitate growth and development of its 
employees. The issue here is not promotion as Herman (1999:54) rightly observes, but 
opportunities for acquisition of new skills and knowledge useful to the institution. In this 
way employees become satisfied and motivated to perform their tasks effectively and 
efficiently.    
 
Figure 5.23: Training encouragements for staff members 
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Figure 5.24 depicts that 40% of the respondents feel that professional development training 
is either absent or not functional. This implies that there is no clear career path at the 
institution. The 27% that has responded positively may be from the academic unit because 
academics are given national and international exposure to present papers at conferences and 
attend workshops on article writing and publishing as revealed by the managers. The 
previous statement was confirmed by the managers as follow: Manager 2, (2012: Interview) 
stated that the Central University of Technology: Free State has a Research Innovation Fund 
administered by the University; Manager 4, (2012: Interview) revealed that “they are lucky 
at the Central University of Technology: Free State that wherever you are, whatever the 
division or unit you are attached to, there are opportunities for studies. Like in the case of 
academic staff members or even support staff members if you want to study at the Central 
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University of Technology: Free State or at the University of the Free State, there are funds 
available. The support staff unit may not be exposed to professional development planning 
as their jobs remain static for a long time and do not need development from time to time”. 
The 33% that was uncertain, with 40% disagreeing highlight the view that the institution is 
not building linking opportunities between the institution’s wants, needs and culture with the 
issues that drive employees and garner their attention, passion and care. The institution 
should express, as (Russo, 2010:10) argues, trust through the investment in career 
development training, advancement opportunities and availability of resources.  
 
Figure 5.24:  Professional development planning and needs of employees 
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Figure 5.25 indicates that an overwhelming majority 52% of respondents reacted positively 
that the institution provides support for qualifications and professional development, and 
this is good for the institution to develop its employees so that they have sufficient skills to 
deliver services of good quality to students and communities. Manager 6, (2012: Interview) 
stated that the university does not only fund research but also facilitates the acquisition of 
research fund through statutory bodies such as National Research Fund. Manager 4, (2012: 
Interview) also corroborated positive responses of the respondents by stating that the policy 
of the Central University of Technology: Free State states that employees are to study 
through the Central University of Technology: Free State or the University of the Free State. 
It’s only if the direction you want to study is not offered at the Central University of 
Technology: Free State/the University of the Free State where then you may study at another 
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university. Subordinate 3, (2013: Interview) revealed that seminars and developmental 
courses for administrative employees are also available and academics are motivated to 
study with the Central University of Technology: Free State and the University of the Free 
State only. It shows that there is a career path where employees are given an opportunity to 
grow. No employee wants to feel stagnant in their positions with no possibility for 
advancement and new opportunities, career paths should be unequivocal so that they provide 
employees with a sense that they have some degree of control over their future as Carter et 
al. (2009:80) contend.   
 
Figure 5.25:  Support for qualifications and professional development 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 5.26 depicts the majority 52% of the respondents agreeing that they enjoy their job, 
with 32% disagreeing and 16% uncertain. The majority reflect on Herzberg’s motivational 
theories of the avoidance of pain at work and experiences of satisfaction and joy (Bagraim et 
al. 2011:94-95). Employees should feel good about their job and it is therefore evident that 
managers in different departments have put in place some strategies that are related to job 
satisfaction. The more satisfied employees are, the better they perform, which increases their 
loyalty to the institution. Lee (2010:1) underscores this by stating that job satisfaction is 
linked to mentally challenging work, reasonable rewards, supportive working conditions and 
supportive colleagues.    
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Figure 5.26: Job satisfaction 
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Figure 5.27 show that an overwhelming majority, 51% reacted positively to the statement 
concerning what they thought about leaving their jobs.  The responses are in contrast with 
Figure 5.26. Maybe the negative responses are attributed by other factors unknown to the 
researcher. The previous statement is clarified by Meyer (2005:4) that there are three 
categories of reasons why people work and the importance of each depends on the 
preferences of an individual. Managers should pay attention to employees’ perception of 
what is fair and equitable (Kreitner & Kinicki, 1998:227).  Employees are more willing to 
support institutional change or policies when they believe that they are implemented fairly 
and when they produce equitable outcomes.  Heathfield (2011:1) asserts that factors that 
contribute to employees leaving their jobs are lower salaries, favouritism, heavy workload, 
poor communication and non-availability of supervisors and executive managers for 
support. The best way to keep employees at work include offering a stimulating work 
environment, flexible career option, excellent benefit packages and the culture that values 
employees’ contributions. The academic staff benefit from all these incentives and the 
support staff only get the reward at the end of the year through what is generally referred to 
as “end of the year bonus”. The interviews with the managers and subordinates indicate that 
there are no adequate benefits and opportunities; a culture of rewards and recognition is one-
sided, and benefit a specific group, hence the intention of giving up a job is there for many 
employees (Manager 7, (2012: Interview). Subordinate 5, (2013: Interview) in support of the 
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preceding statements insisted that if there was any job elsewhere, he could leave 
immediately.  
 
Figure 5.27: Giving up the job 
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Figure 5.28 delineates 46% which is the majority, have planned to look for a new job within 
the next twelve months.  The interviews with the subordinates indicated that they will not be 
part of Central University of Technology: Free State in the next five years. Subordinate 1, 
(2013: Interview) considers taking a new job citing poor working conditions, low salaries, 
no recognition of qualifications, bad human relations and excessive abuse of power by the 
managers. This is supported by Sheahan (2007:244) and Harvard Business Review 
(2010:10-11) who argue that employees leave institutions because the relationship with 
managers are stressful or problematic. Many factors such as lack of vertical movement, 
unfavourable working environment and unfair handling of cases, come to the fore in this 
regard.  In response to the preceding statement, Maslow as quoted by Kreitner and Kinicki 
(1998:193) postulate that needs theories attempt to pinpoint factors that energise behaviour. 
Needs are psychological deficiencies that arouse behaviour. They can be strong or weak and 
are influenced by environmental factors. Human needs change from time to time and such 
change depends on the individual.  It is evident from the foregoing that the working 
conditions may not be pleasant for respondents hence the negative view about the 
institution. The estimated age group that considers leaving the job is 30 – 49 years citing 
working environment not supportive. According to statistics, staff members who resigned 
between January 2011 to December 2012 by gender and average age group are reflected as 
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follow as per CUT Institutional Planning: Data Management 2013.       
 
Table 5.1 Statistics of resigned employees 
 
Gender Average age group Numbers 
Female 45.43 227 
Male 45.75 222 
 
The above statistics are for permanent staff only.  The statistics confirm that the majority of 
respondents will not be part of Central University of Technology: Free State in the next five 
years, the average group being 46% as reflected in Figure 5.28 below. 
 
Figure 5.28: Considering a new job 
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Figure 5.29 indicates that the majority 62% of employees strongly believe that they are not 
rewarded accordingly in terms of bonuses for the work well done. 11% agree with the 
statement whilst 27% is uncertain. The age group that is affected or constitutes the 62% is 
from 21 years to 39 years with Diploma and Honours degrees. The previous statement is 
supported by the interviews with the subordinates who claimed that bonuses for January 
2013 were given to lecturers only and the rest, from junior lecturers and support staff did not 
receive bonuses. Subordinate 1, (2013: Interview) confirmed that there are no bonuses 
linked to performance and the new system (PMS) has not yet been implemented.  Managers 
and supervisors are requested to nominate employees whom they think have performed well 
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during the year and this method is subjective as only those who are favourites of the 
manager benefit. Manager 4, (2012: Interview) disputes the views of Subordinate 1 above 
by stating that there is an advance performance management system at the Central 
University of Technology: Free State though not fully implemented at this stage. The 
Central University of Technology: Free State is at the beginning stage of that performance 
management system. It’s a step in the right direction that if the employees perform well 
there is an extra notch or bonus for them depending on what the case may be. Figures 5.11 
and 5.13 agree with Figure 5.29 that performance is not compatible with rewards. It is 
assumed that employees normally engage in bench-marking with what other institutions of 
higher learning offer in respect of these statements. It is therefore vividly clear that if 
employees are not rewarded accordingly, they will leave for greener pastures. The preceding 
assertion is supported by Reh (2010:1) who argues that the bottom line is that everyone 
works for money and fair benefits and pay, which are the foundation of a successful 
institution that attracts and retains competent employees.  It is anticipated that Vroom’s 
Expectancy Theory is applicable to this statement. There is a positive correlation between 
efforts and performance. Favourable performance as Shahid (2012:7); Bagraim et al. 
(2011:103); Quick and Nelson (2009:169) argue will result in a desirable reward. The 
reward will satisfy an important need and the more positive the rewards are, the more likely 
an employee will be motivated. Without rewards, employees will be disillusioned and 
ultimately become unproductive. The equity theory proposes that the ratio of an employee’s 
inputs and outputs must be equal, and if these ratios are unequal, then the situation is 
assessed as unfair and then a state of inequity is said to exist (Bagraim et al. 2011:100).  
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Figure 5.29: Job performances versus rewards 
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Figure 5.30 indicates that the majority of employees 54% admit that teamwork is 
encouraged at work and 29% disagree with a further 17% uncertain.  It is obvious that more 
than half of the workforce is working as a solid unit in pursuit of institutional goals. Mitchell 
(2010:1) supports this by stating that motivation through inspiration from fellow colleagues; 
open communication and result-oriented feedback from supervisors are the cornerstone of 
good performance.  Seemingly, the 29% that responded negatively may be attributed to the 
support staff unit which has unique job outputs which cannot be shared with others.  In the 
academic units, members of each School are depended on teamwork for the accomplishment 
of their daily tasks, and this assertion supports the 54% that has responded positively to the 
statement. 
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Figure 5.30: Teamwork and good performance. 
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Figure 5.31 indicates that the majority of respondents 57% disagree that there is little 
freedom to decide on their jobs. They believe that they are given freedom to be innovative 
and creative, and 21% agree, with 20% uncertain. This implies that employees appreciate 
that they are trusted and empowered. As previously stated in Figure 5.20 above, it is evident 
that there might be some autocratic management style where employees are not given a 
leeway to express their ability in terms of strategies and skills to build their units.  
Subordinate 1, (2013: Interview) indicated that employees are free to decide on their jobs, 
and only if such decisions are not contrary to the policy of the institution. The implication is 
that, the majority of employees are motivated, and are team players. The previous statement 
is supported by Herman (1999:1-3) who contends that people want to feel involved in the 
job to the point of designing the job and establishing goals and objectives. They want to 
perform the job in the best possible way. 
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Figure 5.31: Little freedom to decide on my job 
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Figure 5.32 shows that the responses are evenly divided in 34% disagreeing and 31% 
agreeing that they are motivated to work harder at the Central University of Technology: 
Free State, whilst 35% was uncertain. In Figures 5.32 and 5.13 above respondents answered 
negatively, and this may be attributed to many factors which Ramlall (2003:63) presents as 
compensation; the job itself; the institution’s reputation; career development; job security; 
training and development; attractive benefits and challenging work. What the employees 
obtain from work impacts on their morale and motivation as well as the quality of their lives.  
Some people have personal missions they accomplish through meaningful work, whilst 
others love what they do or the clients they serve Ramlall (2003:63). Furthermore, the 
percentage that is uncertain is higher than the percentage disagreeing, that is 34% and the 
percentage agreeing is 31%. In this regard, it can therefore be assumed that the high 
percentage that is uncertain may be influenced by a lack of passion for their jobs, poor 
orientation process, lack of knowledge about the institution’s policies and ignorance about 
the developmental changes taking place around them.  
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Figure 5.32: Motivation to work harder at the Central University of Technology: Free 
State 
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Figure 5.33 indicates that the responses are evenly split.  40% responded positively that they 
are frustrated by their jobs, and 37% answered negatively. This implies that in the 
administrative support staff service, especially the young staff members, more frustrations 
are evident as compared to the academic unit. Seemingly, the movement in the support staff 
40% is static and the developments through acquiring of academic qualifications do not 
provide means for promotion, hence the frustration. Subordinate 1, (2013: Interview) stated 
that they feel frustrated at work by being overlooked for promotion.  Subordinate 2, (2013: 
Interview) reveals that upward mobility is encouraged through achievement (qualifications) 
and for the support staff employees, even if one can further his/her qualifications, there are 
no prospects of promotions, hence the frustration. In the academic unit which is 37%, 
movement for growth is there, though at a minimal scale through promotions and monetary 
rewards. This is the reflection of Herzberg’s two factor theory as quoted by Quick and 
Nelson (2009:160) that proposes that work conditions related to dissatisfaction caused by 
pain or discomfort are called hygiene factors, and these conditions affect the administrative 
support staff, and work conditions related to job satisfaction affect the academic staff. 
Management should institute a reward system for the administrative support staff to keep 
them at work.   
 
The Figures 5.20; 5.30; 5.31 and 5.32 above share almost the same features with regards to 
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motivation. The respondents have responded differently in these statements, and to reconcile 
them, the researcher interviewed the managers and supervisors, as well as the subordinates 
to verify the facts as presented by the questionnaire respondents. It was revealed that there is 
freedom in as far as the execution of duties by the subordinates is concerned, but the 
management styles in different divisions may be a factor in this regard.  Some managers and 
supervisors allow for freedom, motivate and encourage their subordinates in as far as 
performance is concerned, but other managers do not allow this freedom to take place. Some 
are detached from the activities of their department and every employee does as he/she 
wishes to keep things functioning, hence the above-mentioned statements are not stable.  
 
Figure 5.33:  Frustration at work 
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Figure 5.34 shows that the majority 42% of the employees responded positively, implying 
that they feel emotional exhaustion at work. 37% feel negatively about the statement, with 
21% uncertain. This state of affairs is clearly reflected from the interviews conducted with 
the subordinates. Subordinate 2, (2013: Interview) confirms the previous statement that they 
are sometimes overloaded with the work when they have to do their work as well as the 
work of the colleague/s who have/has resigned.  It takes a long time to look for a 
replacement especially in subjects linked to Science, Engineering and Technology. One ends 
up experiencing emotional depletion that results from extreme job demands. This is the state 
of physical and emotional depletion that results from excessive job demands. The positive 
results provide the picture that shows a very negative impact on the employee’s mental and 
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emotional state, and this is seen reflecting in their performance. If the situation is not 
rectified, employees will be less committed, perform poorly resulting in more resignations.  
It is therefore evident that an environment that is consistent with motivation should be 
created that will provide enthusiasm, excitement and inspiration as Richardson (2011:2) 
contends.  
Figure 5.34:  Emotional exhaustion 
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Figure 5.35 depicts 52% of the employees responding negatively that working conditions 
and other benefits motivate them, and 26% answered positively with a further 22% feeling 
uncertain. This indicates that the whole working environment is not conducive for 
employees to perform optimally. This assertion is confirmed by the views conducted with 
the managers and supervisors, as well as the subordinates. Manager 3, (2012: Interview) 
pointed out that employees create supportive working conditions, but some factors within 
the institution make it impossible for the environment to be favourable.  Factors such as 
harassment low morale and intimidation may be some of the impediments for a conducive 
environment and this causes employees not to feel at home. Manager 5 (2012: Interview) 
mention that in general meetings there is tension and subordinates feel intimidated.   
 
Confirming the unsupportive working conditions, Subordinate 1, (2013: Interview) mention 
that low salaries, lack of movement of staff though promotions and low morale are factors 
that activate negative environment.  Job satisfaction is a key factor on which working 
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conditions are founded. Lee (2010:1) argues that job satisfaction is linked to mentally 
challenging work, reasonable rewards, supportive working conditions, and supportive 
colleagues. Employee job satisfaction is the key to the economic success of an institution. 
Satisfied employees do their jobs well and in return, the institution’s performance is greatly 
improved. Unhappy employees as Ropella (2008:1) aptly puts it; are not good for any form 
of business. They deliver poor services and poor results. They are not committed to the 
institution’s objectives or motivated to go an extra mile. A hostile environment negatively 
affects an employee’s performance. It results in dissatisfaction with the workplace and its 
underlying culture. This unhappiness may cause employee performance to drop, resulting in 
talented employee resigning from the institution.  Steps should be taken to ensure that the 
workplace is conducive for employees to do their work, and some monetary rewards 
(extrinsic motivation) through overtimes should be made available to motivate employees. 
Many employees are motivated by money and some employees want to make as much 
money as they possibly can (Richardson 2011:2) before they will go an extra mile in respect 
of their performance. 
 
Figure 5.35: Working conditions 
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In Figure 5.36, the majority, 61% of the respondents feel that the salary they are getting does 
not match the type of work they are doing.  22% feel that their salaries match their positions 
and with 17% uncertain.  Figures 5.36 and 5.29 share similar features but differ with regards 
to types of rewards. Figure 5.29 emphasises bonuses for performance whereas Figure 5.36 
deals more with the actual salary versus the position or work allocation of an employee. 
Both figures have the same level of responses where the majority disagree with the 
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statements. Interviews shed more light on this statement: Subordinate 1, (2013: Interview) 
states that they only do overtime as a way of generating more money, and do not derive any 
form of motivation from it. Subordinate 2, (2013: Interview) intimates that salaries do not 
match the type of work, and that working conditions seem to be a broad concept, and cannot 
be judged by means of a few factors such as working hours, and overtime but must be 
constituted by many factors which in the end create a stimulating atmosphere in which the 
setting itself becomes a home away from home, and in general, working conditions are not 
supportive at the Central University of Technology: Free State, hence motivation and morale 
are low. Vroom’s expectancy theory comes into the picture here (Shahid, 2012:7; Bagraim 
et al. 2011:103; Quick & Nelson 2009:169). What the theory suggests is that rewards given 
by the institution should be personally meaningful to the employees (valence), and that 
rewards and performance should be clearly linked (instrumentality), and managers should 
devise a system that will result in pay for performance or specify the reward for a particular 
behaviour (Bagraim et al. 2011:103). The more positive the rewards are, the more likely the 
employee will be motivated as Quick and Nelson (2009:169) rightly observe. A manager 
cannot assume that just because he/she thinks a particular reward is of value to him/her, the 
employees will also think the same. This is a multicultural society that perceives the same 
reward differently.     
 
Figure 5.36: Salary and the position 
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Figure 5.37 shows the majority 66% of the respondents feel that there is a system in place to 
assist in bettering one’s qualification, and 14% disagree with further 20% uncertain.  Figures 
5.18 and 5.37 agree on growth and development at 42% and 66% respectively.  Employees, 
both academic staff and support staff members are informed from time to time that if they 
want to improve their qualifications they can register with the Central University of 
Technology: Free State or at the University of the Free State, as there are funds available. 
Manager 2, (2012: Interview) reveals that they make employees feel that the job or 
workplace is what they expected. They offer them growth and advancement through 
training. Subordinate 1, (2013: Interview) confirmed that there are some opportunities to 
attend training for one’s development. This is an internal motivator as proposed by Herzberg 
and associated with promotional opportunities, opportunities for growth, recognition and 
responsibility (Bagraim et al. 2011:94-95). This implies that where there are opportunities 
for studying, employees are motivated to stay with the institution. 
 
Figure 5.37: Bursaries for development studies 
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Figure 5.38, shows that the majority 61% of the respondents agree that they can accept job 
opportunities elsewhere, 18% disagreeing and 21% uncertain. Figures 5.28 and 5.33 are 
comparable with Figure 5.38, and have shown similar and negative responses. It is therefore 
assumed that the working environment needs to be revived and made habitable for 
employees to remain with the institution for longer periods. The state of affairs is explicitly 
described by Kgomo and Swarts (2010:232) in that the social environment which is defined 
as a cornerstone of values, beliefs, norms, standards and assumptions concerning work that 
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employees of the institution share, has an effect on the motivation of employees to continue 
working for their employers. If the social environment is not conducive, then the institution 
will experience mass resignations of talented employees.  Heathfield (2009:1) states that 
reasons for employees’ unhappiness are an excessive workload, anxiety about the future, 
boredom and lack of challenge in their job as well as insufficient recognition for the level of 
efforts and contribution provided. There should be a positive correlation between efforts and 
performance because employees according to Russo (2010:19) want to be recognised for 
what they do, they want to work at a place where there are high levels of friendship, trust 
and respect.  A central part of what makes employees stay at a job, is their trust in the 
institution and the respect the institution affords them. Therefore, if the institution believes 
in its employees, it should express that trust through the investment in career development, 
training, advancement opportunities and availability of resources (Russo 2010:20).  
 
Figure 5.38: Acceptance of job opportunities elsewhere 
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Figure 5.39, 39% depicts that respondents answered positively that supervisors empowers 
them through delegation of duties. 38% responded negatively and 23% are uncertain. This 
implies that there are different leadership styles in different units. The majority of units are 
academic and support staff, and it is obvious that the two units cannot have the same style of 
leadership. The academic units seemingly, are dynamic in nature as the employees in these 
departments respond to change as it comes by using their own intuition and more so, are 
empowered with authority to bring changes in their schools and departments.  Manager 1, 
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(2012: Interview) states that they make sure that they know the strengths and weaknesses of 
each of his  subordinates, and delegate as many as possible responsibilities to them in the 
areas of their strengths. By delegating, guidance is always there, but if you assign a 
responsibility to someone, trusting him/her and giving praise for a job well-done, is a very 
rewarding experience both for the supervisor and the subordinate. Manager 5, (2012: 
Interview) confirms that besides the work that the employee is assigned to do on daily basis, 
they invite them to get involved in projects of their choice depending on what they think 
they are capable of doing.  Every time there is a new project, they play a major role in that 
project and that is also assisting the managers/supervisors because they are under staffed. 
The managers delegate certain amount of work to their subordinates to keep the 
departments/units operational. Some subordinates gave another version and this is revealed 
as follows: Subordinates 1, and 2, (2013: Interviews) state that supervisors feel threatened to 
do so. They cited the reasons being that supervisors feel insecure to delegate; and that 
subordinates should not deal with matters that are sensitive.  As the situation stands, 
employees are not empowered to engage in vertical loading where they are given more 
responsibilities which help them to grow. The preceding statements of subordinates are not 
in line with McClelland’s theory of needs that produces need to be influential, effective and 
make an impact on an individual employee (Chapman 2009:5).  
 
Figure 5.39: Delegation of authority 
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Figure 5.40 shows that the majority of employees, 40% disagree that their work life is 
satisfying, with 33% agreeing and 27% uncertain. Figure 5.40 is related to figure 5.35 
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regarding working conditions. The reflection of the state of affairs at the Central University 
of Technology: Free State where employees seemingly are not enjoying their work life as a 
result of some factors such as salary, low morale and other related factors that serve as 
impediments in employees’ stay at the institution. The interviews confirm this state of 
affairs. Manager 6, (2012: Interview) states that one needs to create a conducive working 
environment for the employees to have high productivity. This can be achieved by means of 
making it possible for employees to have all of the tools; skills, infrastructure and facilities 
that they need to do the job that is required of them. To communicate regularly to keep the 
employees well informed. Employees who are not well informed about their institution tend 
to be unsure of themselves. They have fear and an uncertainty because they hear things 
through rumours. Subordinate 1, (2013: Interview) reveals that work life is characterised by 
tension, abuse of power by the supervisors, low morale and discrepancy between 
performance and rewards. Subordinate 2, (2013: Interview) stated that they only work 
because there is not any other place where they can work due to high level of 
unemployment. 
 
The 40% which is the majority, is the reflection of Herzberg’s two factor theory that 
proposes that employees become demotivated when they do not feel good about their jobs, 
and managers should try to eliminate those factors that lead to job dissatisfaction and bring 
in factors that will provide job enrichment opportunities to experience achievement, 
responsibility and advance (Bagraim et al. 2011:95). Heavy workloads and work related 
pressure as Duraisingam et al. (2006:13) contend, are key factors in the development of 
work related stress and dissatisfaction. Low job satisfaction, increased anxiety, frustration 
and depression create job dissatisfaction. It is therefore important for the institution to 
provide a relaxed environment that will keep employees happy and satisfied.    
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Figure 5.40: Satisfying work life 
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Figure 5.41 depicts that the majority of respondents, 82% feel that the opportunities for 
promotion are rare.  6% disagree with the statement and 12% is uncertain. The age group 
affected is between 21 to 39 years because they have not yet received higher qualifications, 
and have not yet been exposed to the external academic world in terms of publications and 
conferences. Most are still at the junior lecturer and lecturer position as well as the support 
staff whose chances for vertical mobility is slim. The interviews confirmed that support 
staff’s vertical mobility is non-existent except in cases where a vacant higher position exists. 
Subordinate 2, (2013: Interview) stated that regarding support staff employees, even if one 
can further his/her qualifications, there are no prospects of promotions, hence the frustration. 
It is obvious that movement through promotions in the support staff is either minimal or 
absent and the institution needs to correct this situation as a matter of urgency, otherwise it 
will lose its talented employees to other institutions. Subordinate 4, (2013: Interview) stated 
that unfortunately in the support staff unit there is no promotions.  In her case, she has been 
employed for fourteen years in the same position.  It does not matter how well you perform 
but you will stay in the same position until you retire. But in the academic units, 
opportunities are there for promotions from junior lecturer to lecturer or to senior lecturer 
but with certain criteria based on qualifications, articles or research output. Before joining 
the institution, she worked for the public service and it was recommended that if you qualify 
and you have worked for a certain period and have delivered good work, you could be 
promoted from one level to the other. Here at the Central University of Technology: Free 
State why can’t they check internally first even before advertising the post externally to find 
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out whether there is someone who qualify to fill the post.   
  
With the academics, promotion is only through achievement in terms of upgrading of 
qualifications, publications of academic articles, contributions in books, attendance of 
conferences and community involvement. The majority of responses are in agreement that 
Vroom’s expectancy theory is applicable to this statement. The responses vividly show that 
there is a negative correlation between performance and efforts. The more negative the 
rewards are, the more likely the employee will be demotivated and look for another work 
elsewhere (Shahid, 2012:7). Shilling (2010:1) argues that the institution attracts and retains 
the right talent by creating incentives for long range careers by giving new hires and those 
who have been around for a few years greater access to interesting projects and greater 
promotion possibilities.   
 
Figure 5.41: Scarce promotion opportunities  
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Figure 5.42 reveals that 54% agree that they manage their departments satisfactorily with the 
minimum staffing they have, and 27% disagree, with 19% uncertain. The subordinates have 
all alluded to this as follows: Subordinates 1, 3, 5 (2013: Interviews) indicated that they are 
forced by the circumstances to manage the department with minimum staff because when 
employees resign, the replacement takes a long time to be appointed, and they cannot fold 
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their arms and wait for the new employee to be appointed, instead, they share the work 
allocated to the position that was vacated. This reflects the empowerment that the employees 
possess to influence and control their jobs. Highly motivated employees do not need 
constant direction from the managers or supervisors, but can on their own devise some 
means of keeping the work going even when they are short of manpower. Seemingly, 
extrinsic rewards may also be a motivating factor. The rewards, those employees are getting 
to do the job may be in the form of money items or events. Vargas (2009:1) intimates that 
though incentives cost money, but the amount of money one pays to boost performance is 
nothing compared to the success the team can achieve when they are all motivated and 
giving their best performance.  
 
According to Macey et al. (2009:11), engagement should be the crux on which the team is 
based.  There should be reasons for employees to fully invest their energy during work time. 
Jobs are intrinsically interesting when they are challenging, meaningful and offer 
opportunities for decision-making and autonomy in designing not only what will be done but 
how it will be done. 
 
Figure 5.42: Management of department with minimum staff 
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Figure 5.43 shows that 53% of the respondents disagree that they are free to voice their 
concerns and are listened to, and 32% agrees, whilst 15% is uncertain. Figure 5.20 is 
supported by Figure 5.43 in that the respondents in both statements have answered in the 
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negative stating that there is no freedom to implement changes and to voice their concerns 
over matters that affect them.  Seemingly, the autocratic style of management is a 
characteristic feature of the institution. Interviews with managers and supervisors indicated 
that people are afraid to ask questions as the environment is too tense, and the subordinates 
have indicated that poor working conditions coupled by low salaries and bad human 
relations are factors that need to be looked at for the morale of the employees to be elevated. 
Subordinates 1, 2, 3, 4, 5 (2013: Interviews) are all of a view that there is no freedom of 
speech and intimidation as the factor that stands in their quest for a free community in which 
employees will exercise their rights to air their views freely without any form of fear. The 
voices of the employees should be taken into consideration and they should play an active 
role in the decision-making processes of the institution because the institution’s policies 
affect their daily work life (Shanks, 2012:30). It is therefore imperative for the institution to 
create a work environment in which employees will express their ideas and feel that they are 
part of the decision-making processes, as Mitchell (2010:1) argues.  
 
Figure 5.43: Freedom of speech    
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Figure 5.44 reveals that the majority, 43%, of the employees responded negatively about the 
feedback from the supervisors, and 37% positive with further 20% uncertain. This implies 
that communication is not a strong point of the supervisors at the institution.  This type of 
relationship contributes to tension in the workplace as well as an overall failure to achieve 
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the objectives of the institution. Herman (1999:48) intimates that one of the factors that 
contribute to employees’ dissatisfaction is poor communication. Employees need to be 
informed and want to be heard and that communication policies should be developed and 
implemented for these purposes. Subordinate 2, (2013: Interview)  revealed that the only 
feedback they receive is in the form of the Vice Chancellor’s communiqué which is sent to 
all employees every quarter, and except for the Vice Chancellor, some managers and 
supervisors do not give feedback to their subordinates particularly after meetings. 
Subordinate 3, (2013: Interview) confirmed that managers do not keep them informed about 
the progress they make with regard to the performance as well as other matters that affect 
them as employees of the institution. No feedback is given after meetings they attend, and 
employees remain in the dark about what is happening around them. 
 
Martel (2002:49) argues that to communicate is to share and that in communicating, 
employees create unity and are of one mind.  Mitchell (2010:1) supports the previous 
statement by stipulating that motivation through open communication and results-oriented 
feedback require more thought and sensitivity.  Therefore, for every effort made, feedback is 
needed for every form of performance, whether positive or negative so that if it is positive, 
an employee will tend to repeat such a performance and if it is negative, corrective measures 
will be taken to redress the wrong.  
 
Figure 5.44: Continuous feedback from supervisors 
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Figure 5.45 indicates that the majority 41% of the employees disagree that the information is 
shared and 25% agree with this statement with 34% feeling uncertain.  Figures 5.44 and 5.45 
share the same sentiment of respondents and the management’s approach need to be 
changed as communication is a cog in the institutional success (Herman, 1999:48). 
Managers and supervisors should create a culture of employee engagement in sharing 
information with the view to generate new ideas that will benefit other employees and the 
institution at large. 
 
Figure 5.45: Sharing of information in the form of in-service sessions 
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Figure 5.46 illustrates an overwhelming majority 45% feel uncertain that managers and 
supervisors respect and recognise each other as colleagues, with 39% responding positively, 
and 16% responding negatively. This indicates that the employees at higher ranks respect 
one another and seemingly this may be the result of day to day interactions during meetings 
held regularly. It is natural that the institutional culture of every institution puts respect as 
the backbone of the institution; hence different levels in terms of seniority are there to 
sustain respect. The 45% responding uncertain may be the result of the two different worlds, 
that is one world for the managers/supervisors, and the other world for subordinates. The 
gap is too huge to an extent that the subordinates do not know what is happening in the other 
world.  Manager 4, (2012: Interview) confirmed this by stating that the leaders are task 
oriented and not human oriented. There is no communication from top to bottom or from 
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bottom to all various levels. There is no information with regard to what is happening. 
 
Figure 5.46: Respect and recognition between managers and supervisors  
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Figure 5.47 shows that many employees, 40% feel that they have a “we” feeling type of 
support in and outside work premises, and 25% disagreeing with further 35% uncertain.  
This could be the result of a negative environment in which they work, and the more the 
environment becomes unpleasant, the more employees become a solid unit. The negative 
environment revealed by Figures 5.36; 5.38; 5.40; 5.41 and 5.43 intensify the friendship, 
trust and engagement in affairs that affect their work and social lives. The institutional 
culture should therefore be wisely and regularly communicated to employees so that they 
become a solid unit bound by positive and common institutional goals. 
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Figure 5.47: Support between colleagues inside and outside work-related issues 
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Figure 5.48 depicts 48% of the respondents have indicated that there is no fairness when it 
comes to settling of disputes.  25% agrees to the statement and 27% is uncertain. The 
managers and supervisors stand firm on the view that cases are conducted fairly without any 
favour or prejudice, whereas subordinates interviewed perceive this statement differently.  
Manager 7, (2012: Interview) intimated that the policy is clear on fairness, as all employees 
are equal before the law. The only worry is that cases take too long before they can be 
concluded and this is frustrating for both the aggrieved and the perpetrator. Subordinate 3, 
(2013: Interview) differed with Manager 7 on fairness but both agreed on the time it takes to 
conclude a case or grievance. She argued that there is no fairness at all in the management of 
disputes. Cases are lodged and they take long before they can be handled, and if by chance 
they are handled, the decisions in most instances are not pleasant. Sometimes the cases 
disappear without any trace Subordinate 3, (2013: Interview). Apparently, this may be 
attributed to different management styles that perceive the same problem differently. The 
issue of fairness is related to Adams’s equity theory that includes social component 
(Bagraim et al. 2011:100).  It discusses the social comparisons that people make when they 
compare their inputs. In this instance, this theory is also extended to social interactions of 
employees at a work place where conflict is prevalent. It is therefore important for the 
managers pay attention to employees' perception of what is fair and equitable. The 
institutions' policies should be implemented fairly and managers, as Kreitner and Kinicki 
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(1998:227) argue, should promote cooperation and teamwork among employees by treating 
them equitably, because, treating them inequitably can lead to litigation and costly court 
settlements. 
 
Figure 5.48: There is fairness in managing dispute 
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Figure 5.49, illustrates that a large number, 37% of respondents, agree that the supervisor 
may sometimes on crucial matters be influenced by the subordinates and 34% disagree, with 
a further 29% being uncertain. Seemingly, this state of affairs is influenced by the 
differences regarding management’s styles in different departments. Some departments 
seemingly are autocratic and employees just accept the instructions without questioning, 
whilst some departments are democratic and every employee’s input is crucial for the good 
and welfare of the unit. Subordinates interviewed were divided on this statement. 
Subordinate 2, (2013: Interview) commented that their influence is not taken into 
consideration. Subordinate 1, (2013: Interview) asserted that they influence the decision of 
the supervisor as long as such decision does not affect the smooth running of the 
department. McClelland’s Theory of Needs is related to this statement that employees with 
high need for power focus their attention on influencing others and exerting power (positive) 
on them (Bagraim et al. 2011:92). This drive produces a need to be influential, effective and 
make an impact, and this serves as a motivation to increase personal status and prestige 
(Chapman, 2009:5). The previous statement should be carefully monitored so that it cannot 
lead to negative effects that may in the end, produce tension at work. 
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Figure 5.49:   Positive influence by subordinates on supervisors  
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Figure 5.50 indicates that the majority 49% of employees feel that the supervisors do not 
take the subordinates seriously in their opinions, and 29% agree with the statement, while 
22% is uncertain. The interviews revealed different perspectives on this matter where the 
managers agreed that they take subordinates’ opinions seriously as against the majority of 
the subordinates who disputed this assertion. Manager 1, (2012: Interview) endorsed other 
manager’s viewpoint by stating that it is very important to have everyone on board and in 
agreement – otherwise the unity and work ethics within the school are affected. “We have 
frequent meetings discussing important issues, and in most cases everyone would agree or 
dispute the decision”. If, for some reason, there is no unified decision, we will vote and 
everyone will abide by the majority's decision. Manager 4, (2013: Interview) confirmed that 
they usually take their subordinate’s ‘views and ideas seriously and bring them together to 
see whether they will not disadvantage the department or the institution. Manager 6, (2012: 
Interview) was also in agreement with other managers that if there are management 
meetings, “we always give everybody an opportunity to put his/her side of the story first”. 
This will show that you respect their involvement and their opinions. The previous 
statements by managers are related to trust and teamwork, and it is through teamwork that 
employees are encouraged to work together as a solid unit in their endeavour to achieve 
institutional goals. However, subordinates differed with managers: Subordinate 1, (2013: 
Interview) confirmed that many managers do not take subordinates seriously when it comes 
to their input in the running of the units. They sometimes say that “we are not equal”, and 
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cannot contribute positively to the well-being of the units, and this does not motivate other 
employees. Subordinate 2, (2013: Interview) expressed the view that they always accept and 
do as told without questioning. 
 
To retain employees, management should provide a healthy working environment that 
allows positivity, creativity and productivity and this can only be fostered through 
promotion of good relationships between employees and supervisors. The Herzberg’s model 
as quoted by Kreitner and Kinicki (1998:201) insists that job enrichment necessitates 
modifying a job so that an employee has the opportunity to experience achievement, 
recognition, stimulating work, responsibility and advancement.   
 
Figure 5.50: Opinion of subordinates to supervisors 
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Figure 5.51, shows that a large number of employees, 48% are uncertain with 40% that feels 
proud to be associated with the Central University of Technology: Free State, and 12% 
feeling negative. The uncertain responses may be the reflection of the employees who have 
recently joined the institution and who have never experienced the benefits of working at the 
Central University of Technology: Free State. The 40% that feels proud could be the 
products of a healthy environment, which is the key to success and high performance. The 
previous contention is the reflection of Maslow’s hierarchy of needs that assert that 
employees who are proud to be associated with the institution are those whose self-
actualisation needs have been substantially met (Bagraim et al. 2011:86). To belong, as 
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Wilkes (2010:2) observes, is a fundamental need whether as a member of the family, peer 
group, network, team or institution.  It is human nature to want to be on the inside, not on 
the outside.  
 
Figure 5.51: Institutional culture, traditions and socialisation  
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Figure 5.52 illustrates that 31% disagree and 29% agreeing that they feel valued and 
appreciated. There is a further 40% that is uncertain. Those disagreeing may be from the age 
group of 21 – 39 years – academics, and all support staff. Young academic employees are 
still learning the vices of the academic world and may not be valued as they lack experience, 
high qualifications, and have not yet been introduced to the world of publishing and 
community service. Mentoring may be a solution to young and inexperienced academics. 
Lancaster and Stillman (2011:39-43) argue that Generation Y wants to be mentored and that 
the Baby Boomers are most suited to do this job well. Support staff also feels that they are 
not valued as there is no recognition in whatever they are doing or vertical movement in 
their units even if they have better qualifications.  The state of affairs cannot be left 
unabated, and is supported by Bagraim et al. (2011:92) who employs McClelland’s theory 
of needs and argues that, employees need harmonious relationships with fellow employees 
and need to feel appreciated by the employer and other employees. The preceding 
contention is supported by Macey (2009:11) who postulates that motivation to engage result 
from treating people with respect and in so doing, showing that they are valued and thereby 
establishing a basis for them to reciprocate through their voluntary engagement.  The units 
that show “uncertain” should be looked at by the management so that employees can be 
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motivated.  The appreciation may be a verbal praise or pat on the shoulder which if done 
properly can motivate employees to perform to the best of their ability. The responses are 
related to the equity theory that explains how beliefs and attitudes affect job performance 
(Kreitner & Kinicki, 1998:227).   
 
Figure 5.52: Valued and appreciation  
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Figure 5.53, depicts reasons why respondents would resign and leave the Central University 
of Technology: Free State and 33% of the respondents cite low moral as a factor; followed 
by 24% who mention lack of career opportunities; 19% indicate insufficient remuneration; 
18% show “other” factors; and 6% excessive workload. These factors have been analysed 
individually in the discussion above and what the researcher identified is that the 
management needs to explore means of sustaining the work environment that will create a 
common understanding amongst employees as to what retention strategies the institution 
should put in place, and how its employees should be treated. Vroom’s expectancy theory as 
proposed by Shahid, (2012:7); Bagraim et al. (2011:103); and Quick and Nelson, (2009:169) 
is related to the responses of respondents in that individuals may have different sets of goals, 
they can be motivated if they can believe that there is a positive correlation between efforts 
and performance that will result in a desirable rewards. The rewards will satisfy important 
needs and the more positive the rewards are, the more likely the employee will be motivated. 
Following from the preceding contention, it is evident that extrinsic rewards will uplift the 
low morale and solve the problem of insufficient remuneration. With regards to an excessive 
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workload, the ratio of input and outputs will be equal, and many “other” factors that 
comprise 18% will also be lifted. It is critical to create a conducive institutional culture that 
enhances retention strategies.  
 
Figure 5.53: Reasons for resigning 
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The central ideas regarding this section are based on the qualifications of administrative 
support employees. Employees in this unit feel that there is inequality when it comes to 
appreciation or valuing of employees. Academics always come first in terms of promotions. 
An administrative support employee who joins the Central University of Technology: Free 
State with Grade 12 and studies further to improve his /her qualifications do not 
automatically qualify for promotion. One has to wait for restructuring processes which may 
come in ten years or so before he/she can move upwardly. Many administrative support 
employees are only working because they cannot go anywhere.  The following section 
concludes chapter five. 
 
5.4 CONCLUSION 
 
From this chapter, it is clear that four generations of employees are working alongside each 
other at the Central University of Technology: Free State. The statistics clearly shows 
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generation differences in how different generations responded to the statements/questions. 
The following generations are working alongside each other:   Generation Y – age 21 – 35; 
Generation X – age 36 – 49; Baby Boomer – 50 – 59; Silent Generation – 60+. Of 
importance is that the respondents were not coerced or manipulated to respond in a 
particular way, but were given a leeway to register their feelings as they are. They responded 
as follows to four major matters which are regarded as the central theme on which the 
research is based:  
 
Training and development – The majority of respondents 48% responded positively that 
there are training programmes available, and such programmes positively influence their 
performance. The institution is on the right track in respect of development of its employees, 
but what needs to be done is to make training and development compulsory so that 
employees can be in the position of acquiring high qualifications and skills which will assist 
them with the delivery of services to the students and communities. 
 
Promotion – the majority of respondents agreed that there are opportunities for personal 
growth and development. The vertical advancement of employees, which is the fundamental 
issue that underpins the retention of employees, reflects the institution as being on the right 
track, especially on the side of academics.  Promotion is based on merit and not on 
prescription. The only matter in this regard that needs attention is the advancement of 
support staff, which should be based on merit. From what the researcher found during the 
interviews, is that promotion for support staff is less progressive than for academics 
regardless of their qualifications.  This state of affairs may affect delivery of service due to 
dissatisfaction by the support staff. Therefore, the support staff need to have upward 
mobility based on achievement.          
 
Reasons for leaving - Individuals will always have their optional choices and personal 
reasons for leaving. Low morale occupies the summit of the hierarchy with 33%, followed 
by lack of career opportunities with 24%; then follows insufficient remuneration at 19%. 
Excessive workload constitutes 6% and other reasons which do not constitute major 
problems shared 18%. The figures as reflected in the “reasons for leaving he institution” 
show that a lot needs to be done to remedy the situation and to make it possible for 
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employees to stay at the institution.  
 
What motivates employees is that, if employees had power and authority to change the 
current situation, they would create an environment that would be joyous for everyone.  
Such an environment would be characterised by amongst others: making employees feel at 
home; making promotion on merit available for all; jobs be shared equally amongst 
employees; make them to feel valued by involving them in the decision-making processes 
that affect them; treat them equally; and reward them according to performance. The next 
chapter concludes this research. It deals with the findings, recommendations and 
conclusions. 
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CHAPTER 6 
 
FINDINGS, RECOMMENDATIONS AND CONCLUSION 
 
6.1 INTRODUCTION 
 
Chapter five of this research focused on the analysis and interpretation of the results 
regarding retention of employees at the Central University of Technology: Free State.  In 
this final chapter, the research is concluded. Problems and limitations that were encountered 
during the research are placed under the spotlight. The findings, recommendations and 
conclusions are analysed.  
 
6.2 SYNTHESIS OF CHAPTERS 
 
Chapter one of the research dealt with the background and rationale; problem statement; 
research questions; research objectives; research design and methodology; data collection; 
sampling method; data analysis; and delimitations of the research. 
 
Chapter two considered employee retention in the public sector. In this chapter, past and 
present researchers in the field of employee retention provided their views on the subject.  It 
was indicated that talented employees are the cogwheel for the success of every institution.  
Reasons for employees leaving the institution as well as the strategies to keep them at work 
were focussed on and all researchers agreed that institutions that fail to make employee 
retention a priority are at risk of losing their talented employees to their rivals. 
 
In Chapter three the views of different researchers on talent management and motivation 
were described. Motivation theories that underpin talent management revealed that though 
they overlap in terms of their functions and value, their fundamental models differ. 
According to Bagraim et al. (2011:92), McClelland put more emphasis on the need for 
power, achievement and affiliation as a point of departure. Maslow’s theory dealt with the 
psychological aspects of motivation whilst Vroom advocated for the relationship between 
performance and reward. Herzberg’s theory was concerned with the instruments that can be 
used as incentives to eliminate factors that may cause dissatisfaction at work.  It was 
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revealed that all theorists highlight the view that an unmotivated employee is a liability to 
the institution, and a motivated employee, with rewards related to performance, performs 
effectively and efficiently. 
 
Chapter four described the research methodology and design. Qualitative and quantitative 
research methods were used to collect data. Questionnaires and interviews were used to 
collect information. Hundred respondents participated in the answering of the questionnaire. 
Interviews were also conducted. The rationale for interviews was to make sure that the 
responses of the questionnaire were verified and objective.  Employees who participated in 
the answering of the questionnaires were excluded from interviews and the aim was to make 
the results objective. 
 
In Chapter five, the results of the research were analysed and interpreted. Both the 
questionnaire and interviews revealed major matters that are regarded as the cog on which 
the results of the research are based, and which need to be attended to as urgently as 
possible. The major matters revealed are training and development, working environment, 
promotion, reasons for leaving, and what motivated employees.  
 
Chapter six concludes the research and highlights the research findings, recommendations 
and conclusions. 
 
6.3 FINDINGS OF THE RESEARCH 
 
The views of different researchers in chapter two, combined with the results of the empirical 
study revealed the following about the Central University of Technology: Free State: 
 
 Working environment - The majority of employees indicated that the working 
environment is not conducive for employees to perform optimally, and this was 
confirmed by the managers and subordinates interviewed. In chapter two it was 
revealed that a hostile working environment negatively affects employee’s 
performance as it results in dissatisfaction with the workplace and its underlying 
culture (Glanz, 2002:50). 
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 Motivation and satisfying work-life balance – The majority indicated that 
satisfying work-life does not provide any challenge. This implies that employees are 
apparently not enjoying their work life as a result of factors such as amongst others, 
low morale, and salary. The Retention Strategies in chapter two, section (2.7) 
Kamelgor and Meek (2008:76-78) reveals that the most common reasons people stay 
at the institutions are listed in order of popularity and frequency, and are career 
growth, learning and development, passion for the work, meaningful work that 
challenges employees, approachable managers, recognition for the work well done, 
fair pay and benefits, inspiring leadership, location, stimulating work environment 
and job security.  
 
 Professional career development – The majority of respondents revealed that 
professional development training is either absent or not functional for support staff.  
Academics usually attend conferences and seminars that help them to hone their 
skills. This is an opportunity for advancement. The issue here is that there is a need 
expressed by the support staff for an opportunity to hone their skills and acquire new 
ones. This is related to growth, and if employees cannot find growth opportunities in 
the institution, they will seek another employer who will provide such opportunities 
(Russo 2010:20).   
 
 Promotion – The majority of respondents revealed that opportunities for promotion 
are slim irrespective of one’s achievement. This is specifically the problem in the 
support staff unit. Chapter three section (3.5.2) of this research, Kreitner and Kinicki, 
(1998:227) indicated that there should be a need for managers to make hiring and 
promotion decision on merit–based, job related information. Employees are more 
likely to support the institution when they believe vertical advancement is 
implemented fairly when it produces equitable outcomes.    
 
 Performance and reward – An overwhelming majority indicated that they have not 
benefited from the performance management system or have not been rewarded 
accordingly in terms of bonuses for the work done. Though there are performance 
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bonuses, it is not yet fully implemented, it has negative effects on the performance of 
those who have not benefited from it, and thus reduce the amount of effort and 
results in the reduction of performance. The literature study indicated that business 
writers and academics have tried to draw conclusions from the little empirical 
research done, linking compensation to actual performance and retention. Reh 
(2010:1) argues that good salaries enhance high performance at work, and in the end, 
motivate employees to stay at the institution.  Compensation is the crux at which 
employee retention is based. A reasonably high level of total compensation is needed 
to attract the best. This is true for senior positions where the spread of performance is 
so large that it pays to attract a performer.  
 
 Frustration at work – Although the results of the statement are evenly divided 
between those agreeing and those disagreeing, the fact of the matter is that frustration 
of any kind may affect employees’ motivation and compel them to leave the 
institution. In chapter two, section (2.7) Duraisingam et al. (2006:7-8), indicated that 
when employees are frustrated by too many rules, incompetent supervisors, 
inadequate tools and equipment, they look for other places to go. 
 
 Emotional exhaustion – The majority of employees showed that they are subjected 
to emotional exhaustion at work. This may be attributed to employees being 
overloaded with work because of other colleagues who have left the institution and 
where replacements take longer than expected to be appointed. In Chapter two, 
section (2.7), Shilling, (2010:1) revealed that the cost of losing and replacing 
employees is significant. If a single person carries a specific responsibility, his/her 
departure has a ripple effect on other employee’s performance and moral. The more 
talent a person brings to the institution, the more expensive that person is to be 
replaced.  The pressure to keep key employees is greater even for small institutions 
because they usually cannot offer the same enumeration, benefits or opportunities for 
developments that are available at larger institutions. 
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 Fairness in managing disputes – The majority of respondents indicated that 
fairness is questionable when it comes to managing and settling of disputes.  This is 
confirmed by managers and subordinates.  In Chapter three, section (3.5.2) of the 
research, Kreitner and Kinicki, (1998:227) have revealed that equality is the 
foundation of happiness at work and managers should pay more attention to 
employees’ perception of what is fair and equitable. If a dispute is deferred or 
managed unfairly, it may in the long run cause harm or dissatisfaction for all parties 
involved. 
 
6.4 RECOMMENDATIONS 
 
The previous section illuminated some core strategies that are at the centre of employees’ 
dissatisfaction, frustration and emotional exhaustion at the Central University of 
Technology: Free State. However the institution is on the right tract regarding other 
strategies that are in place to retain its employees, but a great deal still needs to be done to 
implement strategies that have not been utilised efficiently and effectively. The following 
recommendations are worth mentioning: 
 
 Employee motivation and retention − The manager or supervisor plays a key role 
in employee retention and retention. There is a close relationship between 
supervisor/manager’s actions and employee retention. The supervisor is the main 
factor in employee’s decision to stay or leave.  He/she should be a trusted builder, 
good communicator, talent developer and a good coach. The institutional culture as 
Kgomo and Swart (2010:232) postulate that it is the cogwheel for every institution, 
and it rests with the manager/supervisor.  If the culture is erroneously interpreted, 
then the good talent may be lost to rivals. 
 
 Orientation of new employees to their workplaces – This has shown to be the 
most neglected function at the Central University of Technology: Free State.   Brown 
(Sa:1) intimates that a well thought out orientation programme, whether it lasts one 
day or six months will help not only in retention of employees, but also in 
maximising performance. Institutions that have good orientation programmes get 
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new employees who are productive, have better alignment between what the 
employees do and what the institution needs them to do, and have lower turnover of 
staff. 
 
 Remuneration and reward − The institution should design a compensation package 
to attract and retain the best candidates. Departing employees always cite ‘better 
opportunities” which means more money, as reasons for joining rival institutions. 
Motivation is involved in the process like lucrative positions, and ability of 
employees to see a link between performances and pay as Bagraim et al. (2011:103) 
assert.   
 
 Promotion ─ The performance management system should be clearly defined and 
every employee should benefit from it. Many employees will stay with the institution 
because there is an upward mobility that serves as an incentive for better 
performance. This does not mean that every employee should be promoted even if 
he/she is not performing, but promotion should be based on achievement rather that 
aspiration. The institution should also look at ways in which the support staff is 
motivated through vertical advancement. Currently, only academics are promoted 
and this situation causes a division amongst members of the same institution.  
 
 Workplace environment ─ Employees should have physical conditions of comfort, 
convenience, safety and the clearness of the mission. Employees should be made to 
feel important, and this will motivate them to stay. No one wants to be a commodity 
that is easily replaced by someone off the street. If they are regarded as expendable, 
they will leave the institution for an institution where they are appreciated (Kamelgor 
and Meek, 2008:76-78). Workloads should be shared among employees to avoid 
emotional exhaustion. Where a position is left vacant, means of filling such a 
position should be treated as urgently as possible, and employees should be assisted 
to participate in continuous improvement activities.  
 
 Employee development − Training and development is part of the strategies that are 
available at the Central University of Technology: Free State, but the way they are 
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conducted, cannot in any way make an impact on the development of employees. 
Therefore, training should be made compulsory for every employee, and follow-up 
monitoring conducted to ascertain the impact it has made on the employees. The 
more individual employees accumulates skills, such employees should be rewarded 
by means of promotion or monetary incentive, if not possible.  
 
 Labour relations − Disputes among employees should be attended to as soon as 
they occur, and this will maintain good relationships among employees. The 
following section concludes the research.  
 
6.5 CONCLUSION 
 
Following from the above analysis, it is evident that there are good retention strategies at the 
Central University of Technology: Free State, but the application of some of these strategies 
is not so strong and dynamic that such strategies do not impact positively on the mission and 
vision of the institution. The positions of managers and supervisors are crucial in the 
interpretation and implementation of available strategies for employees, but the responses of 
employees in the questionnaires and interviews have revealed that the managers and 
supervisors apply different leadership styles in the application of strategies and this impact 
negatively in retention of employees at the Central University of Technology: Free State.   
The research revealed that one of the bedrock aspects of the institution, namely, working 
conditions, seems not to be conducive for better performance and this affects other strategies 
in the long run, and the work system causes many employees to fail to perform, as a result, 
they feel demotivated and want to leave the institution. Promotion and compensation have 
also shown to be other factors that need to be overhauled in order to keep employees from 
leaving the institution. Finally, it should be clear to the employees what constitutes success 
in the institution. Employees should be valued and recognised for the work they are 
contributing, and recognition is the key for high performance and effective work 
management.    
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ANNEXURE “A” 
 
REQUEST FOR A PERMISSION TO CONDUCT RESEARCH. 
 
 No. 56 Maree Street 
RIEBEECKSTAD                                            
WELKOM 
9469 
 
The Registrar 
Central University of Technology: FREE STATE 
BLOEMFONTEIN 
Sir 
Request for permission to conduct research. 
 
This letter is a follow-up to the e-mail sent on the 14
th
 of March 2011.  I am aware of the 
comments made by Dr. Cay Van Der Merwe regarding my request and I hereby wish to 
clarify certain facts that appear to be equivocal. 
 
Firstly, the topic is on “The retention of employees at the institutions of Higher Learning 
with special reference to CUT, FREE STATE”  The aim here is to identify mechanisms for 
staff retention that are feasible at CUT and to gauge their effectiveness in off-setting the risk 
of staff loss commonly associated with capacity building efforts.  We look at the staff 
retention and the contribution these strategies will make in reducing the brain drain at the 
institution. 
 
The researcher will ONLY focus on the strategies that will keep the employees at the 
institution rather than to research HOW and WHY employees left the institution. The reason 
why they left and joined other institutions or other fields is not part of this research. 
 
Secondly, personal interviews will be conducted with the HOD, deans and those in charge of 
the units representing targeted fields of expertise as well as the Registrar and the deputy 
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Vice-Chancellors.  Questionnaires will be distributed to staff in the targeted departments or 
units.  
 
Finally the focus is to strengthen the university policies pertaining to the retention of staff, to 
reconcile the disconnection between the policy and realities on retention and the motivations 
that are in place to help the institution to achieve its plans on retention.  Information 
pertaining to institutional policies will be kept confidential, and the research will be made as 
transparent as possible.  Interviewees’ time will be respected at all times hence the 
questionnaire that will be completed at interviewees’ time will contain most of the 
questions. 
 
No costs are involved from the institution and the researcher will make funds available in 
this regard.  The last point worth mentioning is that the last day for registration is Monday 
the 28
th
 of March 2011. 
 
I hope that my request will receive your favourable consideration. 
 
Warm regards 
 
MM Moeketsi 
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ANNEXURE “B” 
 
APPROVAL LETTER FROM THE REGISTRAR 
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ANNEXURE “C” 
 
 
PERMISSION TO CONDUCT INTERVIEWS AND QUESTIONNAIRES 
 
         
 
         No. 56 Maree Street 
         Riebeeckstad 
         WELKOM  9469 
          19
th
 June 2012 
 
 
The Director Institutional Planning  
Central University of Technology 
Private Bag X20539 
BLOEMFONTEIN 
 
Dear Dr Szubarga.  
 
A REQUEST FOR PERMISSION TO CONDUCT INTERVIEWS AND 
QUESTIONNAIRES I.R.O MASTERS OF ADMINISTRATION STUDIES 
 
I am currently an employee at the Central University of Technology: Free State, and a 
student at University of South Africa.  The focus of my studies, as previously communicated 
to you in March 2011, is “Employee retention at the Central University of Technology: Free 
State.  
 
I would greatly appreciate your help in granting me permission to conduct interviews with 
the CUT Supervisors, Managers and Executives, as well as dissemination of questionnaires 
to selected staff members in order to fulfil the requirements of my research.  As previously 
communicated to your office regarding the research, the aim is to identify mechanisms for 
staff retention that are feasible at CUT and to gauge their effectiveness in off-setting the risk 
of staff loss commonly associated with capacity building efforts.  I am looking at the staff 
retention strategies and the contribution these strategies will make in reducing the brain 
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drain at the institution. 
 
I will ONLY focus on the strategies that will keep the employees at the institution rather 
than to research HOW and WHY employees left the institution.  Why they left and joined 
other institutions or fields is not part of this research. 
I therefore attach the previous letter where the permission was granted for my research. 
Hoping that, my request will receive your favourable consideration. 
 
Kind regards 
 
MM Moeketsi 
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ANNEXURE “D” 
 
 
APPROVAL FROM THE DIRECTOR INSTITUTIONAL PLANNING   
 
 
From: Szubarga Antoni 
Sent: Monday, July 09, 2012 1:56 PM 
To: Moeketsi Mittah 
Subject: RE: REQUEST FOR PERMISSION TO INTERVIEWS 
 
You do have a permission from DR. MJG VINGER to do the research.  
The conditions of the permission are: 
The survey will not interrupt any of the official activities at CUT. 
You will supply us with the copy of your report 
The cost of all related activities will be covered by researcher 
Recruitment of participants is the sole responsibility of researcher. 
Voluntary nature of the potential participant's decision to consent to participate  should 
be strictly observed. 
Additionally researchers should not disclose a potential participant's decision to 
participate or otherwise to any other party 
Permission does not compel, in any sense, participation of the staff members or 
students in survey. 
 
 
 
Regards 
 
 
 
A Szubarga 
Acting Director Institutional Planning 
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ANNEXURE “E” 
 
INFORMED CONSENT 
 
Title of the research: EMPLOYEE RETENTION AT THE CENTRAL UNIVERSITY 
OF TECHNOLOGY: FREE STATE 
 
Dear respondent  
 
You are invited to participate in an academic research conducted by M.M. Moeketsi, a 
master's degree student at the University of South Africa. 
 
The questionnaire is aimed at exploring factors that might cause turnover, that is, the rate at 
which the employees leave the institution and are replaced by new employees, at the Central 
University of Technology, Free State, and my intention is to propose future solutions. The 
information gathered will provide a better understanding of how an institution of higher 
learning, through effective use of retention strategies can keep its talented employees and 
achieve its goals of delivering services of good quality to its clients. 
 
I would greatly appreciate your help by taking approximately 10 minutes of your time to 
complete the questionnaire.  This questionnaire is completely confidential.  Please be 
informed that the Management of Central University of Technology, Free State has granted 
permission for this research to be conducted. 
 
Finally, I thank you for taking the time to consider my request and I look forward to your 
participation. 
 
Regards  
 
Mrs. MM Moeketsi 
56 Maree Street 
Riebeeckstad 
9469 
mmoekets@cut.ac.za  
079 582 9219 
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PLEASE NOTE THE FOLLOWING: 
 
 This research involves an ANONYMOUS survey. Your name will not appear on the 
questionnaire. Your responses will be treated confidentially.  You cannot be identified 
by the answers you provided.  
 You may choose to participate; you can however withdraw anytime you feel 
uncomfortable without any negative consequences.  
 Please answer the questions in the questionnaire as completely and as honestly as 
possible. 
 The results will be used only for academic purposes and maybe published in an 
academic journal.                
 You’re most welcome to contact me: (provide your e-mail address), if you have any                    
questions regarding the research. 
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ANNEXURE “F” 
 
QUESTIONNAIRE 
 
SECTION A:  BIOGRAPHICAL DATA 
 
 Please indicate the following 
 
1. Gender  
      
  
  
2. Population group  
African  
Asian  
Coloured  
White  
 
3. Age  
 
 
 
 
 
4. Current appointment status  
 
 Permanent  
Fixed-term contract  
Temporary full time  
Temporary part time  
 
 
5. Unit/Department  
School of Accounting  
School of Communication Science 
 
 
School of Entrepreneurship 
 
 
  
under 20 
 
21–29 30– 39 40– 49 50–59 60+ 
Male Female  
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School of Teacher Education 
 
 
School of Information Technology 
 
 
School of Government Management and 
HR 
 
 
Assessment and Graduations Unit 
 
 
Student Enrolment Services  
 
 
Sports Management 
 
 
Library 
 
 
 
6. Academic Qualification  
 
Matric  
 
 
Certificate  
 
 
Diploma/Degree 
 
 
Postgraduate certificate 
 
 
Honours degree 
 
 
Masters degree 
 
 
Doctorate 
 
 
 
7. Capacity of employment  
Academic employee 
 
 
Administrative(management) 
 
 
Administrative (support) 
 
 
 
Service worker 
 
 
 
 
 
8. Length of service at CUT…………………… 
1 
0 – 5years 
2 
6 – 10 years 
3 
11 – 15 years 
4 
16 – 20 years 
5 
+20 years 
 
 
  
168 
 
 
SECTION B:  
 
Please indicate the extent in which you agree or disagree with the following statements.  Do 
you: 
(1) Strongly disagree, (2) disagree; (3) Uncertain; (4) agree; or (5) strongly agree?  
 
1. I have a good relationship with my supervisor.  
S
tr
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g
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1 2 
 
3 
 
 
4 
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2. I am aware of CUT performance management system (rewards and recognition). 
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3. I have benefited from the Performance Management System.  
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4. The infrastructure provided by the institution contributes to a conducive  
working environment (cafeteria, transport, security and parking). 
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5 
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5. The performance bonus provided by CUT influence my performance. 
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6. My immediate supervisor encourages me to share my ideas with him/her  
and my contribution is valued.  
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7. CUT provides regular training and development programmes.  
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8. I often attend training programmes provided by the institution.  
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9. The training programmes that I attend assist me to improve my performance.  
 
S
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10. CUT provides opportunities for my growth and development.     
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11. I believe the institution policies and procedures hinder my performance.   
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12.  Are you free to implement changes in the unit/department where you work? 
 
S
tr
o
n
g
ly
 
d
is
ag
re
e 
D
is
ag
re
e
 
U
n
ce
rt
ai
n
 
A
g
re
e 
S
tr
o
n
g
ly
 
ag
re
e 
1 2 
 
3 
 
 
4 
 
 
5 
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13.  My institution optimally utilise my abilities and competencies.  
 
S
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14. My job contributes to the effectiveness of my unit/department.  
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15. Staff members are encouraged to undertake training courses. 
 
S
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16. Professionals’ development planning in the institution takes into  
account individual needs and interests. 
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172 
 
 
17. Staff members are supported in pursuing qualifications or  
Professional development related to their job. 
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18. I find real enjoyment in my job. 
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19. I have thought about leaving my job. 
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20. I plan to look for a new job within the next twelve months. 
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21. If I perform well in my job, I am rewarded accordingly. 
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22. My supervisor encourages team work to enhance good performance. 
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23. In my work I have a very little freedom to decide how I do my work. 
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24. I am motivated to work harder at CUT. 
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25. I feel frustrated by my job. 
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26. I feel emotionally drained from my work. 
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27. Other factors such as working conditions, hours, overtime and benefit  
schemes motivate me. 
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28. The salary I am getting is worth getting for the job done. 
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29. Bursaries are available for staff development studies. 
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30. I can accept any job opportunities elsewhere. 
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31. My supervisor develops and empowers his subordinates through delegation 
of authority. 
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32. My work life is very much satisfying. 
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33. Opportunities for promotion are scarce. 
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34. We manage the department satisfactorily with the minimum staffing we have. 
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35. Staff members are free to voice out their concerns and are listened to. 
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36. Staff members receive continuous feedback from the supervisors. 
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37. Managers and supervisors are willing to share information in the form of in-service. 
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38. Managers, supervisors respect and recognise each other as colleagues. 
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39. We support each other as colleagues even outside work-related issues. 
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40. There is fairness in managing disputes. 
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41. Do you sometimes on crucial matters influence your supervisor? 
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42. My supervisor does not take subordinates seriously in their opinions. 
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43. Are you proud to be associated with CUT? 
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44. Do you feel valued and appreciated? 
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45. What reasons would you give for resigning at CUT? 
 
Low Morale   Lack of career opportunity                    Excessive workload 
 
Insufficient Remuneration              Others   …………………………………………. 
 
   ………………………………………………………………………………………………………………………………… 
  
179 
 
 
SECTION C: COMMENTS  
 
Please write your comments below with regard to this questionnaire.  
 
………………………………………………………………………………………………………………. 
           
 
THANK YOU FOR PARTICIPATING.  
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ANNEXURE “G” 
 
LETTER OF INVITATION TO INTERVIEWS 
 
Research Interview participation letter 
 
Title of the research: THE RETENTION OF EMPLOYEES IN THE INSTITUTIONS 
OF HIGHER LEARNING WITH SPECIAL REFERENCE TO THE CENTRAL 
UNIVERSITY OF TECHNOLOGY: FREE STATE 
 
Dear interviewee 
 
You are invited to participate in an academic research conducted by M.M. Moeketsi, a 
master's degree student at the University of South Africa. 
 
The interview is aimed at exploring factors that might cause turnover, that is, the rate at 
which the employees leave the institution and are replaced by new employees, at the Central 
University of Technology, Free State, and my intention is to propose future solutions. The 
information gathered will provide a better understanding of how an institution of higher 
learning, through effective use of retention strategies, can keep its talented employees and 
achieve its goals of delivering services of good quality to its clients. 
 
The interview will be fairly short and participation is voluntary, completely confidential and 
anonymity will be the crux on which the interviews are conducted.  Please be informed that 
the Central University of Technology, Free State Management has granted permission for 
this research to be conducted. 
 
Finally, I thank you for taking the time to consider my request and I look forward to your 
participation. 
 
Regards  
 
Mrs. MM Moeketsi 
56 Maree Street 
Riebeeckstad 
9469 
mmoekets@cut.ac.za 
079 582 9219 
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ANNEXURE “H” 
 
Research Interview participation for managers and supervisors 
 
NB: The participation is voluntary, and confidentiality and anonymity will be the crux on 
which the interviews are conducted. 
  
INTERVIEWS FOR MANAGERS AND SUPERVISORS ON RETENTION OF 
EMPLOYEES AT THE CENTRAL UNIVERSITY OF TECHNOLOGY: FREE 
STATE  
 
 
DESIGNATION:      
DEPARTMENT:      
EXPERIENCE IN YEARS IN THE PRESENT POSITION:   
NUMBER OF DIVISIONS UNDER YOUR SUPERVISION:    
MALE  FEMALE  
 
 
 
1. How do you promote a sense of loyalty and commitment among employees? 
           ………………………………………………………………………………............ 
2. Which measures have you put in place for your employees to achieve their career 
goals without leaving the institution? 
           ……………………………………………………………………………………..... 
3. How do you help new employees/appointees to understand the future opportunities 
that might be available to them? 
           ………………………………………………………………………………………. 
4. How do you ensure that you optimally utilise your subordinates abilities and 
competencies.  
           ………………………………………………………………………………………. 
5. To what extent do you involve your subordinates in decision making?   
           ………………………………………………………………………………………. 
  
182 
 
 
6. How do you create a conducive working environment?  
           …………………………………………………………………………………........ 
7. How do you reward and recognise the employee's performance? 
           ……………………………………………………………………………………..... 
8. Does the institution have a faculty research fund that helps facilitate the career 
development of academics? 
           ………………………………………………………………………………………. 
9. How do you ensure that you retain your subordinates?                            
           ….............................................................................................................................. 
10. How do you promote good relationship amongst employees and the ability to 
communicate and collaborate? 
           ………………………………………………………………………….................... 
11. Is any form of reward, year-end bonus available to all employees regardless of 
performance?  
          …………………………………………………………………………………......... 
12.  Do you involve employees in the decision-making processes?   
 .....................................................................................................................                                                        
13. Are there promotion possibilities that are linked with performance? 
           .....…………………………………………………………………………………… 
14. Do you inform employees timeously about changes taking place in the institution? 
           .........………………………………………………………………………………… 
15. What do you think are the reasons why some employees left the institution? Do     
you consider their reasons as barriers to personnel retention?  
           ..........................…………………………………………………………………… 
 
THANKS FOR YOUR PARTICIPATION 
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ANNEXURE “I” 
 
Research interview participation for staff members (Subordinates) 
 
NB: The participation is voluntary, and confidentiality and anonymity will be the crux 
on which the interviews are conducted. 
 
INTERVIEWS FOR SUBORDINATES ON RETENTION OF EMPLOYEES AT THE     
CENTRAL UNIVERSITY OF TECHNOLGY: FREE STATE 
 
 
 
 
 
 
 
 
 
 
1. Do your manager/supervisor create a conducive working environment/satisfying work 
life? 
     ………………………………………………………………………………………....... 
2. Are there visible career paths within your unit/department? 
     ………………………………………………………………………………………....... 
3. Is there any form of promotion for an employee?  If there is any, is it linked to 
performance? 
     ………………………………………………………………………………………....... 
4. Does the institution make it compulsory for employees to study further or it depends on 
an individual employee? 
     …………………………………………………………………………………………... 
5.  Are other factors such as working conditions, hours, benefits (bursaries) and overtime 
motivating? 
     …………………………………………………………………………………………... 
 
   DESIGNATION: …………………………. 
   DEPARTMENT: …………………………………… 
   EXPERIENCE IN YEARS IN THE PRESENT POSITION: …………… 
   MALE :    
   FEMALE: 
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6. Is there any form of reward, year-end bonuses available to all employees regardless of 
performance and position? 
     …………………………………………………………………………………………... 
7. What do you think are the reasons why some employees left the institution? Do you 
consider their reasons as barriers to personnel retention? 
      ………………………………………………………………………………................ 
8. Does your performance contribute to the effectiveness of the institution? 
     …………………………………………………………………………………………... 
9. Are there training and development programmes? 
     …………………………………………………………………………………………... 
10. Is the performance management system available to all employees including the top 
management? 
     ………………………………………………………………………………………..... 
11. Do you receive continuous feedback from your supervisor? 
     ………………………………………………………………………………………..... 
12. Do you see yourself as part of CUT in the next five years? 
     ………………………………………………………………………………………..... 
13. Does your supervisor develops and empower subordinates through delegation of 
authority? 
     ……………………………………………………………………………………........ 
14. Are you free to implement changes in your department? 
     ……………………………………………………………………………………........ 
15. Are you given freedom to manage the unit/department with the minimum staffing you 
have? 
     ……………………………………………………………………………………........ 
16. Does your supervisor involve you in the decision-making processes? 
     ……………………………………………………………………………………....... 
17. Is there any fairness in managing disputes? 
     …………………………………………………………………………………..... 
18. Do you sometimes feel frustrated at work as a result of emotional frustrations? 
                …………………………………………………………………………………….. 
                               THANKS FOR YOUR PARTICIPATION 
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ANNEXURE “J” 
 
LETTER FOR LANGUAGE EDITING 
 
PO Box 2261 
Welkom 
9460 
18
th
 November 2013 
 
To whom it may concern 
 
I, Linda Elizabeth Forson have been asked to read and edit the language of Mrs Mittah Moeketsi’s 
Master’s Thesis. 
My qualifications are as follows:- 
BA Stellenbosch University (Eng III, History III) 
Med Free State University (research thesis on Academic development) 
In my capacity as an English teacher FET, Academic Development co coordinator HE, Project 
Manager Academic Development HE, and currently Subject Advisor English I have edited more 
than ten thesis, formally and assisted with others informally. 
I have edited Mrs Moeketsi’s thesis and suggested some changes. I am satisfied that it reads 
fluently. 
 
Yours faithfully 
Mrs LE Forson 
Med (University of the Free State)  
 
